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ABSTRACT
The Perceived Impact of the Five Domains of Spiritual Intelligence on the California
Community College Administrators on the Integrated Spiritual Intelligence Scale and
Their Ability to Lead
by Senorina S. Saldivar
Purpose: The purpose of this mixed method study was to explore and describe the
perceived impact and use of the five areas (consciousness, grace, meaning, transcendence
and truth) of Integrated Spiritual Intelligence Scale (ISIS) on California Community
College CalWORKs Directors/Coordinators’ leadership.
Methodology: This mixed-method study explored and described the perceived impact
that the five areas of ISIS (consciousness, grace, meaning, transcendence and truth) have
on eight California Community College (CCC) CalWORKs Directors/Coordinators’
leadership. The research designed consisted of qualitative and quantitative data. Amram’s
(2007a) short version of ISIS was used for the quantitative area of the study. The ISIS
questionnaire was used to identify the five domains of spiritual intelligence (SI). Once the
five domains were identified, interviews were used to collect the qualitative data.
Findings. The qualitative findings suggest that CCC CalWORKs Directors/Coordinators
answers to the interview yield six major themes, which are: perceptions of:
consciousness, meaning, grace, transcendence, truth, and other related qualities of good
leaders. The quantitative findings showed that the eight CCC CalWORKs
Directors/Coordinators use all of the five domains of ISIS, but consciousness and
meaning had the higher scores. Overall, findings revealed participants leveraged spiritual
intelligence in their leadership, to varying degrees.
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Conclusions. The conclusion is that SI may be an untapped and highly valuable resource
for leaders. Without understanding this construct or how to enact it within their
profession, leaders across different fields may be overlooking important ways to improve
their leadership skills. Once leaders fully understand the concept of SI, it is then that they
can incorporate it in their leadership style.
Recommendations. Further research is recommended to understand how SI may emerge
among leaders in other professions. A quantitative study is recommended to learn how
spiritual intelligence may relate to other forms of intelligence.
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CHAPTER I: INTRODUCTION
Leadership has been defined as being good at leading people (Longman
Dictionary of American English, 2002). For years, people have longed to know how to
become an effective leader and what leadership style makes an effective leader. In
general, it has been said that effective leaders have good communication and
organizational skills, charisma, passion, and vision; are honest and trustworthy (Banwart,
2020, Bryman, 2013, Warrilow, 2012, as cited in Odumeru & Ogbonna, 2013). In today’s
world, leaders continue to search for the best leadership style to be an effective leader.
This may be a difficult task as several leadership styles, and new ones are emerging.
One of these leadership styles is transactional leadership. Burns, 1978, as cited in
Northouse, 2001 defines transactional leadership as “… a relationship of exchange
between the leader and their followers” (p. 162). For example, in the transactional
leadership approach, the “…followers perform according to the will of the leader and
positively reward the efforts” (Zareen et al., 2015, p. 534). Transactional leadership is
also known as managerial leadership because these leaders focus on the supervision and
compliance of followers (Odumeru, & Ogbonna, 2013). Ultimately, this leadership style
is motivated by extrinsic motivation, self-interest and is objective and task oriented
(Odumeru, & Ogbonna, 2013).
Furthermore, transactional leaders display a skill set that includes being directive
and action-oriented, an ability to come up with solutions outside of the norm during
problem solving, and are primarily passive (Northouse, 2001, p. 358). The mindset of
transformational leaders is not to change the organization in the long run; instead, their
mindset is just to maintain the organization (Odumeru, & Ogbonna, 2013). An intrinsic
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goal of transactional leaders is to intervene as little as possible. This goal goes hand in
hand with their mind-set of maintaining the status quo (Northouse, 2001). However,
when needed the leader will intervene to set order or structure to the organization
(Odumeru & Ogbonna, 2013).
Another leadership style is transformational leadership. This leadership style
differs from the transactional leadership model as it describes leaders as agents of change
(Ackerman Anderson & Anderson, 2010). Ackerman Anderson and Anderson (2010)
also argued that an effective leader is typically a transformational leader. These leaders
are characterized by various qualities such as being good role models, creating and
articulating clear visions for their organizations, having an ability to empower and inspire
their followers to reach higher standards, acting in ways that make others want to trust
them, and providing a sense of meaning and purpose within organization (Northouse,
2016).
In addition, Warrilow (2012) (as cited in Odumeru & Ogbonna, 2013) established
four areas of transformational leadership which are “(a) charisma or idealized influence,
(b) inspirational motivation, (c) intellectual stimulation, and (d) personal and individual
attention” (p. 356). Furthermore, a transformational leader increases “… the motivation,
morale, and performance of the followers" (Odumeru & Ogbonna, 2013, p. 356).
Transformational leaders tend to increase motivation, morale, and performance because
one of their main focuses is on their followers' needs, values, and morals (Avolio et al.,
1999; Northouse, 2016).
There is a new concept of leadership where leaders lead with their hearts, which is
sometimes referred to as leading from the inside out (George, 2006; Goleman et al.,
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2013; McKee et al., 2008). Numerous writings presume that the “concept of leading from
the inside out” has assisted with the creation of spiritual leadership (Amram, 2007a;
Emmons, 2000a; Nasel, 2004; Noble, 2000; Vaughan, 2002; Wolman, 2001; Zohar &
Marshall, 2000).
This concept, spiritual leadership, encourages leaders to examine themselves to
provide a more effective leadership base through self-awareness (Ambrose, 1995; Bennis,
1994; Block, 1993; Bolman & Deal, 2011; George, 2006; Goleman et al., 2013; McKee
et al., 2008; S. Palmer, 2000; Quinn, 1996). Goleman (2006) recognizes that selfawareness is part of being emotionally intelligent, defined as “the capacity for
recognizing our own feelings and those of others, for motivating ourselves, and for
managing emotions well in ourselves and our relationships” (p. 317). Numerous literature
states that the concept of leading from the inside out is assisted with creating spiritual
leadership (Amram, 2007a; Emmons, 2000a; Nasel, 2004; Noble, 2000; Vaughan, 2002;
Wolman 2001; Zohar & Marshall, 2000).
The spiritual leadership approach is where both the leader and the followers tap
into the fundamental needs for spiritual well-being through passion and membership (Fry,
2003). The leader "creates vision and value congruence across the individual, an
empowered team, and organization levels, and ultimately, foster higher levels of
organizational commitment and productivity" (Fry & Matherly, 2006, p. 4). The biggest
obstacle that researchers of spiritual leadership have faced is the word spiritual, as it is
immediately linked to religion (Bezy & Makolandra, 2009; Sendjaya, 2007). Spirituality
sparks controversy, no matter the context. Therefore, when Dana Zohar coined the term
spiritual intelligence in 1999, it added more controversy to this debate. This new area of
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intelligence gained interest in spirituality research, as it has been considered the ultimate
intelligence (Wigglesworth, 2006; Zohar, 1999).
Today there has been more research focusing on the importance of investigating
spiritual intelligence related to leadership (Fallah et al., 2015; Vaughan, 2002;
Wigglesworth, 2006). For example, Joel Garcia (2012) stated that a leader has four
intelligences: wisdom, character, social, and spiritual intelligence. Furthermore, Zohar
and Marshall (2000) have discovered that spiritual intelligence is an important leadership
skill. The leadership styles presented have great characteristics and traits. However, how
are these characteristics and traits developed and enhanced in a leader? Based on the
literature, human intelligence seems to play a part in becoming an effective leader.
Heather Christ-Lakin (2010) stated that there is no definite connection between
leadership and spiritual intelligence. Therefore, the need for more studies in this area is
needed.
Background
When it comes to educational leadership the most studied leadership style is
democratic leadership (McClain et al., 2010; Qaralleh, 2020). But is this the right
leadership style for higher education? Leadership in education has several layers and
effective leadership is needed (Grace-Odeleye & Santiago, 2019). Not only is leadership
needed, but it plays a role in the institution’s outcome (Crum et al., 2009; Urick, 2016).
Some studies have shown that the leadership style used impacts leadership (Arabeyat,
2012; Özgenel & Karsantik, 2020; Qaralleh, 2020).
According to the Higher Education Employment Report (HEER; 2016, the
administrative and executive job postings were higher than faculty job postings (HEER,
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2016). Now more than ever, being an effective leader with the right leadership skills is
key. This is an opportunity to incorporate the various leadership styles to become an
effective leader as well as an opportunity to turn to the various intelligence frameworks to
attain the required leadership skills.
“Intelligence is the strongest predictor of our cognitive achievements, as well as
our school and academic performance” (Musek & Maravič, 2004, p. 5). So, why not
focus on combining leadership with spiritual intelligence? Focusing on becoming a
“Spiritually intelligent leader represents more than just a new kind of ideal leadership;
they represent a shift in the paradigm on leadership” (Fairholm & Fairholm, 2000,
p. 107).
Historical Background of Intelligence
The conversation about the definition of intelligence as sole cognitive ability goes
back to 1869. A publication titled “Heredity Genius” by Sir Francis Galton (as cited in
Shabnam & Tung, 2013) focused on “historical creators, leaders, and celebrities” to
address intelligence (p. 317). Not until 1927, when Charles Spearman coined the term
general intelligence, or, more commonly known as the “G” factor, did research on
intelligence become more prevalent (as cited in Shabnam & Tung, 2013). He proposed
that intelligence was predetermined genetically and would develop as the individual
developed. Furthermore, Spearman was determined to find evidence of what he was
proposing. In his efforts to prove this theory, the factor analysis was created to assist him
in his work (Plucker, 2013).
Another pioneer who continued the discussion on intelligence was Dr. Robert
Sternberg (1988). At that time, he suggested three intelligences: analytical, creative, and
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practical. According to Sternberg (1988), the intelligences had three very important
components: environmental adaptation, environmental selection, and environmental
shaping. Environmental adaptation refers to the individual adapting to a new
environment. Environmental selection emerges when the environment is no longer
acceptable, or the adaptations may not be suitable. Environmental shaping is the opposite
of adaptation. The impression in environmental shaping is that the environment will
shape to the individual (Sternberg, 1988). The intelligences and the reactions will be
different for every individual as everyone responds differently to situations.
Subsequently, there have been studies on the effects of intelligence and
leadership. For example, Bernard Bass (1990) discovered that an individual in a
leadership position was more intelligent than those not in a leadership position. It
reinforced that leadership had a relationship with intelligence. The early literature has
well documented that a leader requires some intelligence to make him a good leader
(Ekegren & Daderman, 2015; Garcia, 2012; Northouse, 2016; Ismail et al., 2010;
Wigglesworth, 2000; Zohar, 2010). According to Shabman and Tung (2013), the
intelligence quotient (IQ) test became the popular instrument to determine if an
individual was qualified for a job or school admissions. Although IQ was a popular test,
this was all about to change with the work of Howard Gardner (1993).
Multiple Intelligences
In 1993, Gardner revolutionized the intelligence framework with his multiple
intelligence theory. The theory consisted of the following “…seven intelligences:
linguistic, musical, logical-mathematical, spatial, bodily-kinesthetic, interpersonal, and
intrapersonal (p. XXIX). In his book Intelligence Reframed” (1999), Gardner introduced
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two new intelligences to his model. The two intelligences are naturalist and existential.
The intelligence that is closest to the spiritual intelligence is his existential intelligence.
In his Multiple Intelligences book, Gardner (2006) attempts to address whether or
not he agrees that spiritual intelligence is indeed an intelligence. Gardner (2006)
discussed how he became interested in identifying any evidence of spiritual intelligence.
Gardner (2006) explained how the naturalist intelligence “is surprisingly persuasive” (p.
18). However, Gardner (2006) did not feel that spiritual intelligence warrant to be part of
his theory. Subsequently, he stated that “… one facet of spirituality seems a promising
candidate. I call it the existential intelligence - sometimes described as ‘the intelligence of
the big question’” (Gardner, 2006, p. 20). Gardner’s (2006) existential intelligence focus
on the “fundamental questions of existence” (p. 20). Although Gardner (2006) does not
concur with spiritual intelligence other researchers have suggested that spiritual
intelligence has similar if not the same connotation as Gardner’s existential intelligence.
Spiritual Intelligence
In 1999, Dana Zohar was the pioneer of the term spiritual intelligence when she
presented for the first time. According to Zohar (2000) and Swarup (2010), this
intelligence gained more popularity when there was more evidence that spiritual
intelligence did exist. This concept was introduced and widely publicized in the London
Times article Scientists Find the God Spot. After conducting a study, a team of
neurologists determined an area in the front temporal lobe linked to spiritual experiences.
Furthermore, Zohar (2000) discusses in her book how neurologist Ramachandran from
the University of California found the “built-in spiritual center located among neural
connections in the temporal lobes of the brain” (Ramachandran, 1997, as cited in Zohar,
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2000, p. 11). There are actual scans of the brain where “… these neural areas light up
whenever research subjects are posed to discussions of spiritual or religious topics”
(Ramachandran, 1997, as cited in Zohar, 2000, p. 11).
Spiritual intelligence has gained popularity over the past decade, and several
researchers want to know more about it. However, every researcher interprets the
framework differently. For example, Vaughan (2002) and Nobel (2001) discussed six
main components of spiritual intelligence. These components are precision, openness,
integrity, humility, kindness, and generosity. In Figure 1, one can see the components of
spiritual intelligence as cited in Esmaili et al. (2014).
Figure 1
Components of Spiritual Intelligence

Note: Source Esmaili et al., 2014
McMullen (2003) believes that the components of spiritual intelligence are
courage, integrity, intuition, and compassion. He also discussed that when it comes to
spiritual intelligence more is less. Spiritual intelligence is about knowing your limits and
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unlearning what was previously learned. McMullen (2003) states that the spiritual
intelligence focus is more on the questions of life meaning and purpose than the answers
to those questions.
Wigglesworth (2012) presents a model of spiritual intelligence similar to
emotional intelligence. She provides four quadrants. The first quadrant is higher self/ego
self-awareness. The essence of this quadrant is to increase “… self-knowledge, sensing
when ego is in charge, learning to hear the voice of higher self, and clarifying the
personal intention, mission and values…” (Wigglesworth, 2012, p. 48). The second
quadrant is universal awareness. The essence of this quadrant is to connect with
“…something larger’” (Wigglesworth, 2012, p. 83). The third quadrant is higher self/ego
self-mastery. The essence of this quadrant is to build “… on those skills, teaching you
how to shift your ego out of the driver’s seat and allow the higher self to take control”
(Wigglesworth, 2012, p. 87). The fourth and last quadrant is the social mastery/spiritual
presence. The essence of this quadrant is to accumulate “… all the benefits of quadrants
1, 2, and 3…” making quadrant 4 to be known as the “outcome quadrant” (Wigglesworth,
2012, p. 103).
This study focused on the framework of Amram (2007a) and Amram and Dryer
(2008). Similar to what Wigglesworth (2012) created with the quadrants, Amram’s
(2007a) investigation allowed him to cluster his findings into seven themes. These
themes are consciousness, grace, meaning, transcendence, truth, peaceful surrender, and
inner-directness (Amram’s, 2007a, p. 1). These themes were later narrowed down to five
domains: “…consciousness, grace, meaning, transcendence, and truth”, eliminating
peaceful surrender and inner-directness (Amram & Dryer, 2008, p. 17).
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Webster's dictionary defines consciousness as "the state of being conscious;
awareness of one's own existence, sensations, thoughts, and surroundings"
(www.dictionary.com). For the purpose of this study, "this domain reflects the ability to
raise or shift consciousness, to tap intuition, and to synthesize multiple points of views in
ways that enhanced daily functioning and wellbeing" (Amram & Dryer, 2008, p. 29)
Webster’s dictionary defines grace as the "elegance or beauty of form, manner,
motion or action"(www.dictionary.com). In other words, when manners, motion, or
action are done in a natural form with poise and finest. For the purpose of this study, "this
domain reflects inner-directness (combining discernment and freedom) and love for life,
drawing on the inspiration, beauty and joy inherent in each present moment to enhance
functioning and wellbeing" (Amram & Dryer, 2008, p. 30).
Webster’s dictionary defines meaning as "the end, purpose, or significance of
something" (www.dictionary.com). In other words, it is determining what the task is and
determining if there is any value in doing the task. For this study, the focus will be on
how “this domain reflects the ability to experience meaning, link activities and
experiences to values, and construct interpretation in ways that enhance functioning and
wellbeing even in the face of pain and suffering" (Amram & Dryer, 2008, p. 31).
Transcendence is defined by Webster's dictionary as "the quality or state of being"
(www.dictionary.com). This refers to being superbness, reaching greatness, attaining
some sort of virtue. For the purpose of this study, the researcher will explore how “this
domain reflects the ability to align with the sacred and transcend the egoic self with a
sense of relatedness and holism in ways that enhances functioning and wellbeing"
(Amram & Dryer, 2008, p. 31).
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Webster's dictionary defines truth as "honesty; integrity; truthfulness"
(www.dictionay.com). For the purpose of this study, the researcher will explore how “this
domain reflects the ability to be present to, love, and peacefully surrender to truth,
manifesting open receptivity, presence, humility, and trust in ways that enhance
functioning and wellbeing" (Amram & Dryer, 2008, p. 33).
Leadership as It Relates to Spiritual Intelligence
Garcia (2012) provides four crucial intellectual factors in a leader. These
intelligences are wisdom, character, social, and spiritual. According to Garcia (2012),
“wisdom intelligence is having a deep understanding of the reality of people, things,
events or situations, resulting in the ability to choose or act accordingly to produce
optimum results” (p. 1). Furthermore, he states that wisdom intelligence has two roads;
long and short. The long road refers to the experience one gains throughout life. The
short road is identified as the wisdom given to us by a higher being.
Character intelligence refers to “… pursuing and developing moral excellence,
which leads to mastery” (Garcia, 2012, p. 2). Social intelligence was coined by Daniel
Goleman (2006). Goleman (2006) proposed that social intelligence has two main
components: social awareness and social faculty. Social intelligence deals mainly with
people around you, how they feel, and how they will react to you. Spiritual intelligence is
the connection to the higher being, that will give you the “… qualities, which enable you
to attract and influence others” (Garcia, 2012, p. 5). Garcia (2012) summarizes these four
intelligences by stating that the “real intelligence is using a combination of these four
intelligences at any given time in conjunction with your mental capacity known as
intelligence, or IQ to gain strategic advantage” (p. 5).
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Subsequently, Sidle (2007) presented the five intelligences of a leader. The first
intelligence is intellectual. These leaders tend to see the world in an objective way. They
have several skills and pay close attention to detail. These leaders are considered to be
“… expert, and also leader as coach and mentor” (Sidle, 2007, p. 21).
The second intelligence of leadership is emotional intelligence (EI). EI
complements the intellectual intelligence of leadership. These leaders are considered to
be “… good listeners, communicators, networkers, and team players” (Sidle, 2007,
p. 21). They can handle themselves efficiently in public and stay in control of their
emotions. These leaders are considered to be “… leader as servant and leader as a people
person” (Sidle, 2007, p. 22).
The third intelligence of leadership is intuitive. Intuitive intelligence complements
both intellectual and emotional. These leaders are the big picture leaders. They are the
strategists and the ones who can drive the purpose and vision of a project. These leaders
are considered to be “… leader as visionary, leader as architect, or leader as designer”
(Sidle, 2007, p. 22).
The fourth intelligence of leadership is action. These leaders are the ones who get
things done. They are organized and driven by the end goal. These leaders are
considered to be “… leader as a model, or leader by example” (Sidle, 2007, p. 23).
The fifth and last intelligence of leadership is spiritual. These leaders are the ones
who are always optimistic and calm during turmoil. They are self-aware of their
capabilities and others, and are humble about it. These leaders are considered to be a
“…leader as a learner” (Sidle, 2007, p. 24). Figure 2 shows the five intelligences of
leadership as cited in Sidle (2007).
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Figure 2
The Five Intelligences of Leadership

Note: Source Sidle, 2007
Statement of the Research Problem
The conversation on multiple intelligence continues to be a hot topic. Ever since
Gardner (2006) introduced his seven intelligences more dialogue and literature continues
to emerge. One of the intelligences that has gained popularity is emotional intelligence.
In Bradberry and Greaves (2009) Emotional Intelligence 2.0 book, the authors introduce
various ways to improve a person’s emotional intelligence. Several studies have
demonstrated that being emotionally intelligent makes you a better leader. Research
suggests that there is also a link between emotional intelligence and spiritual intelligence
(Amram, 2009; Ayranci, 2011; Chin et al., 2012; Koohbanani et al., 2013; Malobisky,
2015; Subramaniam & Panchanatham, 2014; Veiseh & Abdolahi, 2014; Ye et al., 2013).
The studies continue to search for a relationship or connection between spiritual
intelligence and leadership.
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There has been a recent shift among researchers and an increased desire to
investigate spiritual intelligence and leadership in higher education. In the past decade,
there have been numerous studies that have investigated the value of the relationship
between spiritual intelligence and leadership (Bolman & Deal, 2011; Field, 2003; Fry,
2003; Garcia, 2012; Gibson, 2011; Hartsfield, 2003; Howard et al., 2009; Jacobsen, 2004;
Luckcock, 2008; Shabnam, & Tung, 2013; Sidle, 2007; Zohar, 2005).
Furthermore, there has been scientific evidence that spiritual intelligence is real.
Persinger (1996) and Ramachandran and Blakesley (1998), all neurologists, discovered
that there was brain activity when an individual is exposed to any type of spiritual or
religious experience. This discovery has been known as the God Spot (Zohar, 2000). This
finding has made spiritual intelligence a little more acceptable in academics and science.
Several studies have found that being spiritual intelligent has benefits, such as work
performance, leadership competence, work satisfaction (Malobisky, 2015; Siswanti et al.,
2018; Yahyazadeh-Jeloudar & Lotfi-Goodarzi, 2012).
When Goleman (2006) first introduced his emotional intelligence framework, it
was not immediately accepted. It was not until the late 1990s when emotional intelligence
was accepted. Today there are more discussions and hundreds of pieces of literature on
this phenomenon. As stated by Goleman (2006) the pioneers of the emotional intelligence
framework were Mayer and Salovey (1990). Today there are thousands of research and
literature on emotional intelligence. Currently, several qualitative studies have
determined that there is a link between spirituality and higher education leadership
(Blanton, 2008; Borger, 2007; Dussault, 2010; Terrazas, 2005; Walker & McPhail 2009).
Subsequently, some quantitative studies have found a correlation between spirituality and
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leadership (Boorom, 2009; Chatterjee & Krishnan, 2007; Christ-Lakin, 2010; Field,
2003; Hartsfield, 2003).
There is a lot of literature about spiritual intelligence and its benefits (Jacobsen,
2004, Luckcock, 2008; Shabnam & Tung, 2013; Sidle, 2007; Zohar, 2005). However, the
misperception or bias of the word spiritual deters leaders to explore and attain tools and
skills under this intelligence. As stated by Hacker and Washington (2017) "spiritual
intelligence speaks not to the practice of a spiritual or religious belief, but to the spiritual
aptitude" (p. 24). Spiritual intelligence is not given a chance to showcase the benefits a
leader could obtain if SI is put in to practice. It is the intent of the researcher to provide
information that will show that spiritual intelligence goes beyond religion.
Furthermore, numerous sources of literature have explored the importance of
studying spiritual intelligence and the impact it has on leaders (Bolman & Deal, 2011;
Field, 2003; Fry, 2003; Garcia, 2012; Gibson, 2011; Hartsfield, 2003; Howard et al.,
2009; Jacobsen, 2004, Luckcock, 2008; Shabnam & Tung, 2013; Sidle, 2007; Zohar,
2005). In addition, several studies have linked spirituality as a key factor in higher
education leadership (Blanton, 2008; Borger, 2007; Dussault, 2010; Terrazas, 2005;
Walker & McPhail, 2009). However, the literature that addressed the importance of
studying spiritual intelligence and linking spirituality and leadership is in its majority
qualitative or a theoretical perspective. Therefore, providing more literature in a
quantitative or mixed method approach is necessary.
Spiritual intelligence may provide a well-rounded leader when incorporating all
the other IQs. There are several studies that link emotional and spiritual intelligence
(Chin et al, 2012; Kaur et al., 2013; King et al., 2012; Koohbanani et al., 2013; Punia &
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Yadav, 2014; Subramaniam & Panchanatham, 2014). If incorporating spiritual
intelligence in the leadership paradigm can change and increase leadership effectiveness,
it is a chance worth taking.
It was the intent of the researcher to gather more data and contribute to the
literature of spiritual intelligence and leadership. Who is to say that spiritual intelligence
will not be vastly accepted in the academic world a decade from now? It is not a secret
that it took almost a decade for emotional intelligence to be recognized and accepted in
the world of academia. Today emotional intelligence has been crucial in enhancing
leadership skills and allowing leaders to be more effective (Bradberry & Greaves, 2009).
The researcher will aim to do the same for spiritual intelligence in hopes that one-day
spiritual intelligence will be recognized and accepted in the world of academia.
Therefore, the need for more studies is imperative.
Purpose Statement
The purpose of this mixed method study was to explore and describe the
perceived impact and use of the five areas (consciousness, grace, meaning, transcendence
and truth) of Integrated Spiritual Intelligence Scale (ISIS) have on California Community
College CalWORKs Directors/Coordinators’ leadership.
Research Questions
The study focused on six research questions:
RQ1: What perceived impact does the spiritual intelligence domain of
consciousness have on California Community College CalWORKs
Directors/Coordinators’ ability to lead?
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RQ2: What perceived impact does the spiritual intelligence domain of grace have
on California Community College CalWORKs Directors/Coordinators ability to lead?
RQ3: What perceived impact does the spiritual intelligence area of meaning have
on California Community College CalWORKs Directors/Coordinators ability to lead?
RQ4: What perceived impact does the spiritual intelligence area of transcendence
have on California Community College CalWORKs Directors/Coordinators ability to
lead?
RQ5: What perceived impact does the spiritual intelligence area of truth have on
California Community College CalWORKs Directors/Coordinators ability to lead?
RQ6: Which of the five domains – consciousness, grace, meaning,
transcendence, or truth do Coordinator/directors perceived as a valuable skill in their
leadership?
Significance of the Study
In this fast-growing management world, there are more training development
models than ever before. There is also a historical search for leader traits and
characteristics. The quest to find the most effective leadership style continues today
(Leigh & Maynard, 2010; Otto et al., 2021; Anderson & Ackerman Anderson, 2010;
Kesting et al., 2015). One area that has sparked interest is how spiritual intelligence
impacts leadership. However, the lack of empirical evidence has made it difficult to
determine if it does or if it does not. (Christ-Lakin, 2010).
The problem addressed in this dissertation was the lack of empirical research on
spiritual intelligence and leadership. The majority of studies within spiritual intelligence
and leadership are based on a qualitative or theoretical perspective (Blanton, 2008;
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Borger, 2007; Doetzel, 2004; Dussault, 2010; Moran & Curtis, 2004; Terrazas, 2005;
Walker & McPhail, 2009). In addition, the few quantitative studies on spiritual
intelligence and leadership were conducted using military and corporate organizations or
college and university students (Amram, 2009; Christ-Lakin, 2010; Doherty, 2011;
Khoshtinat, 2012).
As stated by Christ-Lakin (2004) there are few or no studies on the empirical
evidence on spiritual intelligence and the impact of leadership. Furthermore, she stated
that “Leaders may want to embrace the development of spiritual intelligence as a strategy
to improve leadership training and to enhance personal, managerial, and organizational
success” (Christ-Lakin, 2004, p. 22). More and more researchers have agreed that there is
a need to investigate spiritual intelligence and leadership (Bolman & Deal, 2011; Field,
2003; Fry, 2003; Garcia, 2012; Gibson, 2011; Hartsfield, 2003; Howard et al., 2009;
Luckcock, 2008; Jacobsen, 2004, Shabnam & Tung, 2013; Sidle, 2007; Zohar, 2005). For
example, Kouzes and Posner (2007) stated that an effective leader encourages the heart,
leads with love, compassion, and courage.
Authors such as Covey (2004), Mussig (2003), Solomon and Hunter (2002) have
spoken of the crucial need for spiritual intelligence to have effective leadership. Tan et al.
(2013) discovered that among the student there was a relationship between spiritual
intelligence and transformational leadership. Furthermore, George (as cited in Marquez,
2008) stated that three intelligences are imperative in the work setting. These
intelligences are rational, emotional, and spiritual. Tischler et al. (2002) noted, that “… it
seems increasingly clear from the emotional intelligence (EI) literature that people with
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higher levels of spirituality have healthier, happier, and more productive lives at work”
(p. 207).
There were several benefits to conducting this study. The first benefit was that
this study will add to the spiritual intelligence and leadership literature. The second
benefit was that this study could determine if spiritual intelligence affects leadership
performance in the California Community College CalWORKs Directors/Coordinators,
improving the retention rate. Lastly, the researcher was optimistic that spiritual
intelligence will gain the same momentum as emotional intelligence in the near future
and will eventually be part of leadership effectiveness training.
Research Gap
The researcher has conducted a thorough literature review which demonstrates the
wealth of research on leadership and its various styles (Athalye, 2010; Bass, 1990; Bass
& Steidlmeier, 1999; Burns 1978; Brundgardt, 1996; Chi et al., 2012; Fehr & Gelfand,
2012; Garcia, 2012; Greenleaf, 1970; 1991; 2002; Hale & Fields, 2007; Howell &
Avolio, 1993; Humphrey, 2012; Ling et al., 2017; Neubert et al., 2016; Northouse 2001).
However, it also demonstrated a gap in literature regarding spiritual intelligence and
leadership in a quantitative or mixed method perspective. In addition, most of the studies
on spiritual intelligence and leadership have been conducted as a dissertation for a
doctoral program (Amram, 2009; Christ-Lakin, 2010; Doherty, 2011; Gieseke, 2014;
Hawkins, 2010; Hochhalter, 2017; Reding, 2018; White, 2018).
Moreover, the literature was mainly focused on the business sector (Amram,
2009; Dede Polat & Ayranci, 2014), non-profit organizations (Harrison & Murray, 2013),
psychology (Kaur et al., 2013), health, nursing (Lynton & Thogersen, 2009; Torabi &
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Javadi, 2013), private sector (Yazdi, 2015), religious/faith based organizations (Thuam,
2007), military (Christ-Lakin, 2010), public schools, K-12 (Makwana, 2015), and higher
education, university (Ramachandaran et al., 2017). The literature lacks research in
higher education, especially in California Community College leadership. The literature
also provided a paradigm of studies using spiritual intelligence along with various
variables such as, but not limited to, emotional intelligence (Flores et al., 2013; King,
2012; Koohbanani et al., 2012), Intellectual intelligence (various leadership styles
(Howard et al., 2009; Yee et al., 2013), spirituality (Emmons, 2000b), and mindfulness
(Gieseke, 2014).
Furthermore, the chapter provides a historical background of the California
Community Colleges and its leadership (Athalye, 2010; Bass, 1990; Bass & Steidlmeier,
1999; Borgatta et al., 1954; Burns, 1978; Collins & Holton, 2004; Downton, 1973; Fehr
& Gelfand, 2012; Fry & Matherly, 2006; Hale & Fields, 2007; Howell & Avolio, 1993;
Humphrey, 2012; Northouse, 2016; Van Seters & Field, 1990; Zareen et al., 2015;
Zaccar0, 2007). However, the researcher found no studies on spiritual intelligence and
California community college leaders. Therefore, this study adds to the literature on how
spiritual intelligence impacts California Community College administrators’ leadership
skills in region 7, 8, and 9 (as established by the academic senate).
Definitions
Theoretical Definitions
Leadership. Northouse (2016) defines leadership as “… a process whereby an
individual influences a group of individuals to achieve a common goal” (p. 6).
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Spiritual Intelligence. Zohar and Marshall (2000) stated that spiritual intelligence has
nothing to do with religion. Spiritual intelligence “… is the intelligence that rests in the
deep part of the self that is connected to the wisdom from beyond the ego, or
consciousness minds…” (Zohar & Marshall, 2000, p. 9).
Spirituality. It is inevitable to think of spirituality without thinking of religion
simultaneously. Several authors have concluded that religion and spirituality are two
different things. Religion is primarily an organization or institution with set structures
and guidelines (Horsburgh, 1997; Lapierre, 1994; Thoresen, 1998; Walsh, 1999).
Spirituality has been defined by some as “…the ultimate search for meaning and purpose
in life” (Tanyi, 2002, p. 506). According to Tanyi (2002), “… it entails connection to
self-chosen and or religious beliefs, values, and practices that give meaning to life,
thereby, inspiring and motivating individuals to achieve their optimal being” (Tanyi,
2002, p. 506).
Spiritual Leadership. Fry (2003) defines spiritual leadership as “…an intrinsic
motivation model that incorporates vision, hope/faith, and altruistic love, theories of
workplace spirituality and spiritual survival” (p. 693).
Operational Definitions
Administrators. The association of California Community College
Administrators (ACCCA, n.d.) defines an administrator as CEOs, Vice Presidents, Deans,
Directors, all educational or classified managers and supervisors. For the purpose of this
study an administrator will be defined as any individual who has management
responsibilities. This definition includes, but is not limited to, directors and coordinators
of programs at the community college.
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CalWORKs (California Work Opportunity and Responsibility to Kinds).
This is "… a public assistance program that provides Cash Aid and services to eligible
families that have a child(ren) in the home." (http://www.cdss.ca.gov/CalWORKS). It is
also a community college program that assists Cash Aid "… recipient students and those
in transition off of Cash Aid to achieve long-term self-sufficiency through coordinated
student services" (http://extranet.cccco.edu/Divisions/StudentServices/CalWORKs.aspx)
Community College. A higher education institution that provides students the
opportunity to complete the preparatory courses to transfer to a four-year institution.
Students may get a two-year degree (also known as an Associate’s Degree), certificates,
or receive workforce training. (Chancellor’s Office, n.d).
Delimitations
This study was delimited to current California Community College CalWORKs
Directors/Coordinators male and female in Region 7 (Los Angeles County), Region 8
(Orange County), Region 9 (Riverside and San Bernardino Counties), and Region 10
(Imperial and San Diego Counties), who met the criteria of both having at least one year
of experience as CalWORKs Director/Coordinator and working at either Region 7 (Los
Angeles County), Region 8 (Orange County), Region 9 (Riverside and San Bernardino
Counties) or Region 10 (Imperial and San Diego Counties) (Chancellor’s Office, n.d).
The study focused on the California Community Colleges as they are the only
higher education institutions that participate in the CalWORKs Program. In addition, in
order to have a good sample size, the researcher is focusing on three regions as they only
have one director/Coordinator per program. Furthermore, to avoid gender bias and
include all CalWORKs Directors/Coordinators regardless of gender, the researcher
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gathered data from males and females. Lastly, the regions chosen were geographically
located in Southern California.
Organization of the Study
The study is organized into five chapters. Chapter I provides background,
introduces the purpose/problem statements, research questions, delimitations, definitions
of terms, and organization of the study. Chapter II consists of the literatures review the
study’s theoretical framework. Chapter III consists of the study’s methodology and
research design and addresses the data gathering process and the selection of the
population. Chapter IV analyzes the data collected and the findings as it relates to the
research questions. Chapter V summarizes the research, discusses the implications and
findings, and conclusion and makes recommendations for future research.
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CHAPTER II: REVIEW OF THE LITERATURE
Leadership effectiveness has been studied for decades. Researchers have tried to
find the magic formula to develop great leaders. Today, there is no consensus that such a
magic formula exists that exemplifies such a leader. However, in an effort to find such a
formula, several studies have been conducted to seek and identify key components to find
distinguished characteristics of a great leader. These studies have focused on the leader's
intellect through Intelligence Quotient (IQ) and on the leader's emotional state through
Emotional Intelligence (EI).
Recently there has been a shift in the research and spiritual intelligence (SI), has
been added as a component to leadership effectiveness. Furthermore, Kilroy (2008)
supported this by identifying seven spiritual traits demonstrated by a good leader
1) Humility and the ability to be taught
2) Concern for the welfare of the people around them
3) Possessing self-discipline
4) Intelligence
5) Compassion and empathy towards others
6) Having a high degree of focus
7) A desire and ability to maintain peace (Kilroy, 2008)
Kilroy's (2008) findings support Emmons (1999) statement that "spiritual intelligence is a
framework for identifying and organizing skills and abilities needed for the adaptive use
of spirituality" (p. 163).
Furthermore, Kilroy's (2008) and Emmons’ (19990 findings go in hand with
Amram's definition of SI. Amram (2007b) defined SI as "… the ability to apply,
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manifest, and embody spiritual resources, values, and qualities to enhance daily
functioning and wellbeing" (p. 2) According to Amram (2007b),
People have these abilities to a greater or lesser degree, and practice or training
might help people to develop some or all of these abilities. We group these
abilities into five broad domains as spiritual intelligence: Consciousness, Grace,
Meaning, Transcendence, and Truth. (p. 29)
According to Reding (2018), "the connection between spirituality and leadership
effectiveness has developed into a major topic in academic interest" (p. 21). Furthermore,
Reding (2018) states that "spirituality is a paradigm in which we frame and filter our
thoughts, values, and behaviors" (p. 22). It has been found that there is a relationship
between leaders' spirituality, emotional, and spiritual intelligence (Huang & Shih, 2011).
These new discoveries urge scholars to look for a new leadership model when
determining effective leadership (Karakas & Sarigollu, 2012). It is important to
incorporate spiritual intelligence into the new leadership model.
The organization of this literature review presents significant themes related to
leadership used by California Community College Administrators (CalWORKs
Directors/Coordinators). The seven themes are:
•

Theoretical and historical review of leadership styles

•

Leadership style focus

•

Traits and characteristics of a good leader

•

Look at various intelligences

•

Five domains of integrated spiritual intelligence scale (ISIS)
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•

Description of the community college system (including CalWORKs history)

•

Literature review process.

The purpose of this mixed method study was to explore and describe the
perceived impact and use of the five areas (consciousness, grace, meaning, transcendence
and truth) of Integrated Spiritual Intelligence Scale (ISIS) have on California Community
College CalWORKs Directors/Coordinators’ leadership.
Theoretical and Historical Review of Leadership Styles
Organizations are constantly seeking a way to transform themselves through the
various definitions and styles of leadership. Stogdill (1974 as cited on Northouse, 2016)
stated that "…there are almost as many different definitions of leadership as there are
persons who have tried to define the concept" (p. 2). Lusthaus et al. (2002, as cited in Chi
et al., 2012) described leadership as "…the process by which leaders influence the
attitudes, behaviors, and values of others towards organization” (p. 1015). Leadership has
also been defined as a set of characteristics that can be learned or are inherent at birth
(Northouse 2001; Yukl et al., 2002).
Theoretical Review of Leadership Styles
From the literature, it is indicated that a leader is not born a leader. A leader learns
and develops (Kirkpatrick & Locke, 1991; Northouse, 2001; Van Seters & Field, 1990;
Yukl et al., 2002; Zaccaro, 2007). Good examples of this are the leadership development
theory and the learning leadership theory (McDade, 1994). According to McDade (1994),
the leadership development theory focuses on developing leadership throughout a
lifespan. This encompasses all the natural influences experienced as a child and adult
(Brundgardt, 1996). The learning leadership theory focuses on the education and training
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received to become a leader. The process and correlation of both the leadership
development and the training are shown in Figure 3.
Figure 3
The Life Span of Leader Development

Note: Source, Brungardt, 1996
In order to follow the leadership development theory model, the researcher, will
review Maslow's (1954) hierarchy of needs and Kohlberg's (1981) moral development
theory. This review will add to the understanding and value of how an individual, who
will eventually become a leader, develops.
Maslow’s Hierarchy of Needs
The researcher will explore Maslow's (1954) hierarchy of needs to establish the
human needs based on this theory. In addition, Maslow's hierarchy of needs is being used
as several researchers agree that it has contributed to organizational leadership
(Greenberg & Baron 2003; Jerome, 2013; Kaur, 2013; Ozguner & Ozguner, 2014;
Taormina & Gao, 2013). Maslow (1943) created a motivation theory that incorporated a
hierarchy of needs (Maslow 1943; 1954). The needs were:
•

Biological and physiological

•

Safety
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•

Love and belonging

•

Esteem

•

Self- actualization (Maslow 1943; 1954)

In addition, these needs were broken down into three areas; self-fulfillment (selfactualization), psychological needs (esteem, belonging, and love) and basic (safety and
psychological) needs. Finally, based on its importance, these needs were arranged in a
pyramid (see Figure 4).
Figure 4
Maslow's Hierarchy of Needs

Note: Source, Maslow 1943; 1954
It was believed that if an individual met the first need on the pyramid, then the
individual would move up to the next stage of the pyramid (Crowley, 2011). Maslow's
(1954) hierarchy of needs went from five to eight needs. Maslow added the following
three needs: (a) cognitive needs, (b) aesthetic needs, and (c) transcendence needs
(Maslow, 1970a; 1970b). Crowley (2011) stated that "a hundred years ago, the average
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worker went to work to meet their basic human needs" (p. 1). In fact, they were not even
thinking about Maslow's (1954) hierarchy of needs. However, needs have evolved over
the years and there is more emphasis on work satisfaction and leadership. This is
important to highlight as spiritual leadership requires to "tap in the leader and follower
fundamental needs" (Fry, 2003, p. 209).
Kohlberg’s Theories of Human Moral Development
Another area to explore is the moral development of an individual. The human
moral development theory was developed by Kohlberg (1981). His theory emerged from
Piaget's stages of moral judgment. Kohlberg had three levels, which consisted of
•

Level 1: Pre-conventional

•

Level 2: Conventional

•

Level 3: Post-conventional (Kohlberg, 1981).

Furthermore, within the three levels, there were six stages. In Level 1, there were
two stages, 1) obedience and Stage 2) punishment orientation and instrumental
orientation. Level 2 consisted of two stages Stage 3) good boy nice girl orientation and
Stage 4) law-and order orientation. Lastly, Level 3 consisted of two stages, Stage 5)
social contract orientation and Stage 6) universal-ethical-principal orientation (Crain,
1985; Dierckx de Casterle et al., 1998; Fleming, 2006).
According to Kohlberg (1981, as cited in Dierckx de Casterle et al., 1998), “the
distinction between these levels lies in the difference in the way subjects organize and
structure their social and moral world and associated experiences" (p. 830). To better
understand the levels, "think of them as three different types of relationships between the
self and society's rules, expectations and other conventions" (Dierckx de Casterle et al.,
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1998, p. 830). The goal is to reach Stage 6, where behaviors are driven by internal moral
principles (see Figure 5). One may suggest that intrinsic motivation may fall into this
area. This is no longer about extrinsic motivation; instead, it is primarily motivated by the
individual's morals, values and principles. This theory may well lead the way to find an
effective leader.
Figure 5
Kohlberg's Stages of Moral Development

Note: Source: Kohlberg, 1981
Historical Review of Leadership Styles
Leadership styles are an essential piece for the transformation of an organization.
For decades, there has been a conversation on which leadership style provides better
results. Currently, no one single leadership style proves to be the most efficient. The
leadership theories and definitions have changed with time. However, the need for
leaders has not changed (Bass, 1990; Kouzes & Posner, 1995). In order to understand the
current leadership styles, one needs to understand the roots of leadership.
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Leadership is certainly no easy task to understand or undertake. Warren Bennis
(1994) said it best when he stated that,
Of all of the hazy and confounding areas in social psychology, leadership theory
undoubtedly contends for the top nomination. And, ironically probably more has
been written and less known about leadership than about any other topic in the
behavioral sciences. (pp. 259-260)
Therefore, it is not the intent of the researcher to provide in-depth information and
concrete details of leadership style or theories. The researcher will focus on the most
common styles and theories. This is merely a concise summary to help the reader
understand the historical background.
According to Van Seters and Field (1990), there have been different eras in
leadership. The first era they discussed was the personality era. This era had two periods
known as “The great man and the trait period” (Van Seters & Field, p. 30). In the great
man period, the main focus on leadership was that the individual's behaviors and
personality made them good leaders (Borgattta et al., 1954). It seems that the influence
on the study of leaders came from Galton's great man theory (Clark & Clark, 1990).
Hence, evolution has come a long way since the Great Man's theory.
Northouse (2016) states that the focus of leadership between 1900 and 1929 was
"control and domination" (p. 2). A good example of this was defined by Moore (1927, as
cited in Northouse, 2016) as "… the ability to impress the will of the leader on those led
and induce obedience, respect, loyalty, and cooperation" (p. 124). In the trait period, the
focus was made in a general sense, not on individual traits (Kirkpatrick & Locke, 1991;
Van Seters & Field, 1990). It was believed that the leader did not have any special
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characteristics that other individuals would not have. In addition, it was thought that the
leader was born with this trait (Van Seters & Field, 1990).
The second era was the influence era (Van Seters & Field, 1990). This era also
had two periods: power relations and persuasion period. In this era, the leaders were
concerned with the "influence rather than the domination" (Northouse, 2016, p. 3). For
example, in the power relation period a good leader was categorized "…in terms of the
source and amount of power they commanded and how it was used" (Pfeffer, 1981, as
cited in Van Seters & Field, 1990, p. 32). In the persuasion period, Schenck (1928, as
cited in Van Seters & Field, 1990) stated that the "… leader was acknowledged as the
dominant factor in the leader-member dyad" (p. 32).
The third era was the behavior era (Van Seters & Field, 1990). This era had three
periods: early behavior, late behaviors, and operant period. This era had a significant shift
as the focus was now on what the leader "did" rather that the "traits or course of power"
(Northouse, 2016, p. 32). According to Hunt and Larson (as cited in Van Seters & Field,
1990), during this era leadership was "defined as a subset of human behavior" (p. 33).
In the early behavior period, it started as a continuation of the trait period.
However, the difference was the focus was now on "developing behavior traits" rather
than "studying the behavior traits" (Northouse, 2016, p. 33). In the late behavior period,
the "managerial application was adapted" (Northouse, 2016, p. 33). The most popular
application is probably the managerial grid model. This model uses "… 9 X 9 grid with
consideration behavior marked along one axis and initiating structure behavior along the
other" (Van Seters & Field, 1990, p. 34). The idea was that an "… effective leader will be
rated nine on both these behaviors" (Van Seters & Field, 1990, p. 34). In the operant
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period, the leader was known "… as the manager of reinforcement, with the appropriate
leader behavior the reinforcement of the desired subordinate behaviors" (Van Seters &
Field, 1990, p. 34).
The fourth era was the situation era (Van Seters & Field, 1990). This era had three
periods: environment, social status, and socio-technical period. The situation era played
an important role in leadership as it "… acknowledged the importance of factors beyond
the leader and the subordinate" (Van Seters & Field, 1990, p. 34). In the environment
period, the leader was perceived to "arise only by being in the right place at the right time
in the right circumstances" (Van Seters & Field, 1990, p. 34). The traits or behaviors of
the leaders were not taken in to consideration. In fact, it was believed that if the leader
"were to leave, someone else would simply take his/her place" (Van Seters & Field,
1990, p. 34). In the social status period, the focus was on the "… social aspect in a
particular situation" (Van Seters & Field, 1990, p. 34). It was expected that all group
members would follow each other's expectations to achieve the common goal (Van Seters
& Field, 1990). Lastly, the socio-technical period combined both the social and
environment periods.
The fifth era was the contingency era (Van Seters & Field, 1990). This era
consisted of various theories, including contingency, path-goal, situational, multiple
linkage, and normative theory. The contingency era is known as a "… major
advancement in the evolution of leadership theory" (Van Seters & Field, 1990, p. 34).
The consensus was that leadership was not just a unidimensional form as it was
previously theorized. On the contrary, leadership consisted of all elements of the previous
theories (Zaccaro, 2007). This is where the new theories were developed.
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Fiedler's (1967; as cited in Van Seters & Field, 1990) contingency theory’s main
goal was to set the leader in positions that they would be more successful. On the
contrary, the House's path-goal theory’s main goal is not on the leader but on the success
of the followers (House, 1967; as cited in Van Seters & Field, 1990). Vroom and Yetton's
(1973) normative model focuses on engaging the leader to analyze their behavior while
making the correct decision (as cited in Van Seters & Field, 1990, p. 35).
The sixth era was the transactional era (Van Seters & Field, 1990). This era had
two periods: exchange period and role development period. In the exchange period, "…
leadership involves a transaction between the leaders and the subordinates that affect
their relationship" (Van Seters & Field, 1990, p. 36). In the role development period, the
focus was now on the exchange "…specifically to the relative roles of the leaders and the
subordinate" (Van Seters & Field, 1990, p. 36). Transactional leadership evolved from
the transactional era.
The seventh era was the anti-leadership era (Van Seters & Field, 1990). This era
had two periods: ambiguity and substitute period. The sentiment of leadership on this era
was of dismay, as there was so much information on leadership but not a concrete
definition. In the ambiguity period, the idea was posed "that perhaps leadership is only a
'perceptual phenomenon in the mind of the observer'"(as cited in Van Seters & Field,
1990, p. 36). It was also thought that "the leader performance was of little consequence"
to the change of an organization. In addition, the mindset had shifted to seeing the leader
only as a "symbol" (Van Seters & Field, 1990, p. 37) and nothing else. The substitute
period was an extension and response to the ambiguity period. The main focus of the
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substitute period was exactly to find a "substitute for leadership" (Van Seters & Field,
1990, p. 37).
The eighth era was the culture era (Van Seters & Field, 1990). The culture era had
no periods. This era appears to be continuation of the substitute era. During the culture
era, the focus on leadership shifted from individual or small group mentally to a much
larger view, "… the culture of the entire organization" (Van Seters & Field, 1990, p. 37).
The new idea on leadership was that no leader or leadership was needed unless there was
a change in the current culture. If a change occurred in the "culture" then a
leader/leadership was needed for a "… new culture to be created" (Schein, 1985, as cited
in Van Seters & Field, 1990, p. 37).
The ninth era was the transformational era (Van Seters & Field, 1990). This era
had two periods, charisma and self-fulling prophecy (SFP) period. According to Van
Seters and Field (1990), this era was most successful as it focused on "intrinsic" and not
"extrinsic" motivation (Van Seters & Field, 1990, p. 37). Another change in this
leadership style was that the leader needed to be "… proactive rather than reactive in their
thinking; radical rather than conservative; more innovative and creative; and more open
to new ideas" (Bass, 1985, as cited in Van Seters &Field, 1990, p. 37-38).
The charisma period focused on having a mission and transmitting this vision to
the rest of the team. The purpose was to "… transform those who see the vision, and give
them a new stronger sense of purpose and meaning" (Roberts, 1985, as cited in Van
Seters & Field, 1990, p. 38). In the self-fulfilling prophecy it is assumed that the both the
leader and follower transformation is mutually (Van Seters, & Field, 1990). This
approach “… works not only in dyads, but also in group and organizational contexts"
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(Van Seters & Field, 1990, p. 38). Transformational leadership emerged from the
transformational era.
The tenth era in leadership is what we are currently experiencing in the 21st
century. According to Van Seters and Field (1990), the tenth era is known as the future
leadership theory. The bottom line is that leadership has been evolving throughout the
eras. Consequently, Van Seters and Field (1990) state that researchers should
acknowledge that leadership:
•

is a complex, interactive process with behavioral, relational, and situational
elements

•

is found not solely in the leader but occurs at individual, dyadic, group, and
organizational level

•

is promoted upwards from lower organizational levels as much as it is
promoted downwards from higher levels

•

occurs internally, within the leaders-subordinate interactions, as well as
externally, in the situational environment

•

motivates people intrinsically by improving expectations, not just extrinsically
by reward systems (p. 39).

In addition, Karadag (2009) stated that there were several leadership theories that evolved
after the 1990s. Some of these leadership styles were: shared leadership (Gronn, 2006),
future focused leadership (Marx, 2006), ethical leadership, (Rubenstein, 2003), cultural
leadership (Sergiovanni & Starrat, 1988), service leadership (Ferch, 2005), and spiritual
leadership (Fleischman, 1990; Fry, 2003; Maddock & Fulton, 1998). The researcher will
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consider some of the 21st century leadership styles which are authentic, servant,
transactional, transformational, and spiritual leader.
Leadership Style Focus
The researcher will focus on the most commonly known leadership styles. These
styles are authentic, servant, transactional, and transformational, and most recently,
spiritual leadership.
Authentic Leadership
Northouse (2016) defines authentic leadership as being an authentic genuine
leader. In other words, being real to yourself and others. Furthermore, authentic
leadership is a new form of leadership. There is no empirical evidence for this leadership.
However, the concept has been intriguing to researchers (Bass, 1990; Bass & Steidlmeier,
1999; Burns 1978; Howell & Avolio, 1993). According to Chan (2005, as cited in
Northouse, 2016) there is no concrete definition or consensus among scholars on the true
“… definition of authentic leadership” (p. 196).
Furthermore, Northouse (2016) discusses the various perspectives of authentic
leadership: intrapersonal, interpersonal, and developmental perspectives (p. 96). In the
intrapersonal, Northouse (2016) suggests that the focus is on the leader’s "selfknowledge, self-regulation, and self-concept" (p. 196). Shamir and Eliam (2005, as cited
in Northouse, 2016) stated that the intrapersonal perspective the leader needs to be
unique, in other words, originals not copies. Eagly (2005) describes the interpersonal
perspective as a leader with follower interaction, as both leader and follower influence
each other's authenticity. Lastly, several researchers agree that being authentic can be
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developed in a leader. Leaders are not born with the ability (Avolio & Gardner, 2005;
Walumba et al., 2008).
Just like the comparison between transactional and transformational leadership,
authentic leadership is compared to servant leadership. In a study conducted by Ling et
al. (2017) it was determined that servant leadership was more effective in building
"…trust, commitment and motivating work environment" (p. 63). The study also found
"… empirical evidence for the argument that hospitality industries required servant
leadership" (p. 62).
Servant Leadership
For the most part, a servant leader is known as the leader that sacrifices his or her
needs to fulfill the needs of others (Fehr & Gelfand, 2012; Greenleaf, 1970, 1991; Hale &
Fields, 2007; Neubert et al., 2016: Sendjaya, 2015). The term servant leadership was
coined by Robert K. Greenleaf (Greenleaf, 1970, 1991, as cited in Northouse, 2016). In
his book, Servant Leadership, Greenleaf (2002) states that his work towards servant
leadership evolved after reading Hermman Hesse's novel, The Journey to the East.
Although, there are no concrete empirical data on servant leadership, there is some
literature on the benefits of servant leaders (Choudhary et al., 2013; Duan et al., 2014;
Liden et al., 2014). Lastly, Linden et al (2008, as cited in Tang et al., 2016) created a
scale to measure servant leadership. This scale consisted of seven dimensions:
•

Emotional healing

•

Creating value for community

•

Conceptual skills

•

Empowering
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•

Helping subordinates grow and succeed

•

Putting subordinates first

•

Behaving ethically (as cited in Tang et al., 2016, p .85)

Transactional Leadership
In transactional leadership, there is no relationship between the leader and the
followers. The main goal is to complete the task at hand; therefore, interaction between
the leader and the follower. However, when the task is completed, there is no more
interaction and the relationship terminates as well (Humphrey, 2012). In addition, "within
the context of Maslow's hierarchy of needs, transactional leadership works at the basic
levels of need satisfaction" (Odumeru & Ogbonna, 2013, p. 358). The leader has his own
self-interest and has no desire to belong any group.
Furthermore, transactional leadership functions under the punishment and reward
system. To maintain the punishment and reward paradigm transactional leadership has
two factors that are considered great qualities. These factors are contingent reward and
management-by-exemption. According to Odumeru and Ogbonna (2013) "…contingent
reward provides rewards for effort and recognizes good performance" and managementby-exemption "maintains status quo" (p. 359). If an individual is not performing to the
acceptable level corrective actions are taken to assure good performance (Odumeru, &
Ogbonna, 2013).
Transformational Leadership
Transformation is defined by The Oxford Desk Dictionary and Thesaurus (2010)
as making a thorough or dramatic change in the form, appearance, character, et cetera.
When transformation is used with leadership it means that the leadership is providing
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drastic changes to the organization. Leadership theories and styles have emerged and
changed throughout the years. However, the need for leaders remains to this day (Bass,
1990; Kouzes & Posner, 1995) and the consensus of the literature is that the leader must
guide the followers to a common goal (Bryman, 2013; Northouse, 2001).
There is a bit of confusion of who coined the term transformational leadership. It
is known that Downton (1973) was the originator of the term. However, the term gained
traction when MacGregor Burns (1978) introduced the term in his book, Rebel
Leadership: Commitment and Charisma in the Revolutionary Process. Such is the case
that, Athalye (2010), credits Burns as the first to coin the term transformational
leadership. This leadership style was known as the process where the leader and follower
drive each other to an advanced state of morale and motivation.
The other researcher associated with transformational leadership is Bernard M.
Bass (Athalye, 2010). He identified transformational leadership as a way that the leaders
influence followers. Bass (1990) believed that the followers needed to confide, admire,
have loyalty, and respect the leader to want to do more than what is expected of them.
Transformational leadership has several different key components important for this
leadership style.
According to Shibru and Darshan (2011), there were initially three key concepts,
charismatic-inspirational, intellectual stimulus, and individually considerate. However,
with time and more research, the charismatic-inspirational was divided into two different
concepts called individualized influence and inspirational motivation. The four key
concepts are also known as the 4Is: for individualized influence, inspirational motivation,
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intellectual stimulus, and individualized consideration (Shibru & Darhan, p. 687). All of
the key concepts begin with the letter “I”, hence the nickname of the 4Is.
In the book, Becoming a Resonant Leader (McKee et al., 2008), the authors
provided a good example of a resonant leader named Dan.
He listened to his people and really heard them. He inspired trust. He was
absolutely, totally, clear about his own commitment to issues he felt were not
good business, but also the right thing to do-and he wasn’t going to budge, no
matter how hard it might be of the organization and the culture to change.
(McKee et al., 2008, p. 13)
Dan demonstrates what a transformational leader must be and how a transformational
leader must act. There are key components to a transformational leader. Dan explained
some of the key concepts: individualized influence, inspirational motivation, intellectual
stimulus, and individualized consideration. (Shibru & Darhan, p. 687).
Idealized Influence
According to Kelloway et al. (2012) idealized influence occurs when the leader
does the moral thing, rather than what is convenient to do. This leader puts the needs of
the organization and their followers before their needs within the moral spectrum
(Northouse, 2001; Stone et al., 2004). A good example of this is when the leader looks at
the long-term goals versus focusing on short-term goals. Bamford-Wade and Moss
(2010) also provide another example of idealized influence. They defined it as a way to
set a sense of purpose. The focus is on the follower’s beliefs and core values.
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Inspirational Motivation
Inspirational motivation is defined by Kelloway et al. (2012) as leaders who
motivate followers to achieve their wildest dream. The leader fosters confidence
convincing the followers that they can do anything they set their mind to if they truly
believe it. Another way to look at this is when the leaders have a vision and share the
visions with others, it will come true (Bamford-Wade, & Moss, 2010). The primary
component is inspiring and motivating the followers. If the followers are not inspired or
motivated, the vision and goals will not be accomplished.
Intellectual Stimulation
In intellectual stimulation, a transformational leader allows the follower to solve a
problem (Kelloway et al., 2012). The followers are encouraged to reframe their thinking
and find innovative ways to resolve the problem. This is where the followers enhance
their critical thinking and creativity. This gives an opportunity to the follower to show the
leader what they are capable of achieving. This also allows the leaders to build the
confidence of their followers. By allowing the followers to intellectual stimulation, the
followers will feel capable and comfortable dealing with difficult situations and their
leaders.
Individualized Consideration
According to Liu and Liao (2013), individualized consideration allows the leader
to see the followers as unique - with different and/or unique interests, strengths, weakness
and/or approaches. This allows the leader to see the followers individually - not as a
group. However, the leader needs to keep an open mind that the approach within a group
has to be different. Wang and Howell (2010) found that leaders need to have a different
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approach when motivating followers individually and when they are motivating followers
as a group.
One way to become a transformational leader is by using emotional intelligence.
Based on Emotional Intelligence 2.0 by Bradberry and Greaves (2009), there are two
areas on which a leader can work. One area is personal competence, and the other one is
social competence (pp. 23-24). Bradberry and Greaves (2009), discuss that personal
competence has two components, which are “… self-awareness and self-management”
(p. 24). Social competence also has two components, which are “… social-awareness and
relationship management” (p. 25).
Bradberry and Greaves (2009) stated that “self-awareness is your ability to
accurate perceive you own emotions in the moment and understand your tendencies
across situation” (p. 24). In the other hand Self-management is the “… ability to use ones
emotions to stay flexible and direct your behavior positively” (p. 32). Bradberry and
Greaves (2009) describe social awareness as “… your ability to accurate pick up on
emotions in other people and understand what is really going on with them” (p. 38).
Lastly, relationship management is described as “… your ability to use your awareness of
your own emotions and those of others to manage interactions successfully” (p. 44). This
is what has been known to be emotional intelligence.
Spiritual Leadership
The last leadership style discussed is that of the spiritual leader. This leadership
style tends to bring controversy due to the word spiritual. Depending on the context,
spiritual leaders may be defined differently. For example, Oswald Sanders (2007)
describes a spiritual leader as being “confident in God, also knows God, seeks God's will,
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humble, follows God's example, delights in obedience to God, loves God and others, and
depends on God” (p. 29). Northouse (2016) states that spiritual leadership “… focuses on
leadership that utilizes values and sense of calling and membership to motivate
followers" (p. 4).
In Fry and Slocum’s (2013) book titled, Maximizing the Triple Bottom Line
Through Spiritual, explains that the spiritual leadership model "… is comprised of four
basic components: inner life, spiritual leadership, spiritual wellbeing, and personal and
organizational outcomes” (p. 41). In addition, Fry and Slocum (2013) state that there are
three qualities to spiritual leadership: vision, altruistic love, and hope/faith.
Spiritual leadership tends to be associated with religion. Therefore, in an effort to
remove the religious aspect out of spiritual leadership the researcher has identified and
will discuss religious leadership. Matthew Guest’s analysis illustrates that “…the spiritual
is associated with the personal, the intimate, the interior, and the experiential" (as cited in
Covrig et al., 2013, p. 107). On the other hand, Guest (2007, as cited in Covrig et al.,
2013), also states that religion “… is associated with the official, the external, and the
institutional, often picking up negative connotations …” (p. 107).
Furthermore, Covrig et al., 2013 state that “religion seems more associated with a
belief in a deity and the resources, traditions, customs, and practice that come out as a
result of that belief” (p. 105). In addition, Covrig et al., (2013) stated that "while a
religious leader can manifest spiritual leadership, a spiritual leader may not necessarily
have religious leadership in any official capacity" (p. 106). The two leadership styles are
different. As stated earlier, both have different components. A good visual of this is
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Marinho's (as cited in Covrig et al., 2013) example of the difference between religious
and spiritual leadership see Figure 6.
Figure 6
Contrast Between Religious and Spiritual Leadership

Note: Source Marinonho (as cited in Covrig et al., 2013)
Researchers have different perspectives on spiritual leadership. Some researchers
see spiritual leadership as a faith-based leadership with no ties to religion, just faith (K.
Caldwell et al., 2004). In contrast, other researchers have merged spiritual leadership with
religion (Ashmos, & Duchon, 2000; Cavanagh, 1999; Cooper, 2005; Fleming, 2004; Fry,
2003; Giacalone et al., 2005; Klenke, 2003; Matherly & Fry, 2005; Robertson, 2005;
Sendjaya & Sarros, 2002; Shaw, 2006; Thompson, 2004). This may be due to how
spiritual is defined. According to Karadag (2003), the roots of spiritual intelligence are
"based in the word Spirit" (p. 1392). Anderson (as cited in Karadag, 2003) stated that the
word "spirit originated from the Latin word spiritus which means breath" (p. 1392).
Several researchers have agreed that there is a spiritual aspect in leadership, regardless of
its style (Ashar & Lane-Maher, 2004; Bennis, 2002; Casey, 2004; Gull & Doh, 2004;
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Klein & Izzo, 1999; Klenke, 2003; McGee-Cooper & Trammell, 2002; Sheep, 2004;
Wheatley, 2002).
It has been stated that spiritual leadership approach enables leaders to form a
productive environment which in turns it motivates that staff to perform to their fullest
(Karadag, 2009). However, it is the faith (spirituality) that makes the biggest difference in
the work place (Ashmos & Duchon, 2000; Eisner & Montuori, 2003; Fry et al., 2007;
Klenke, 2003; Komala & Ganesh, 2007; Milliman et al., 2003; Sanders et al., 2004). In
addition, Fry (2003) stated that "… spiritual leadership taps into the fundamental needs of
both the leader and follower for spiritual survival so they become more organizationally
committed and productive” (p. 711).
Furthermore, Fry and Nisiewicz (2012) stated that the spiritual leadership
required the following:
•

Hope/faith in vision that motivates both the leader and follower

•

A personal ethical system and organizational culture based on the values of
altruistic love so leaders and followers have a sense so membership and
belonging

•

An inner-life practice that positively influences the development of both
hope/faith in a vision of service to key stakeholders and the values of altruistic
love (Fry & Nisiewicz, 2012, p. 4)

For the purpose of this study, the researcher will focus on the spiritual leadership that is
not linked to religion. The focus will be on the human values and fundamental human
needs.
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The Traits and Characteristics of a Good Leader
There are several skills categorized as leadership skills to be an effective leader.
According to Cashman (2008), regardless of the various leadership skills needed to be an
effective leader, three skills are on top of the list. These leadership skills are authenticity,
influence, and value creation. Authenticity refers to the ones ability to identify some
areas of growth in a positive and mature manner (Cashman, 2008). Influence refers to the
"meaningful communication that connects with people by reminding self and others what
is genuinely important" (Cashman, 2008, p. 24). Value creation refers to the idea of
committing fully to all the stakeholders to sustain, perform, and contribute on a
permanent basis (Cashman, 2008).
In his book, 21 Indispensable Qualities of a Leader, Maxwell (1999) stated just as
the title states that there are 21 indispensable qualities of a leader. These qualities are:
character, charisma, commitment, communication, competence, courage, discernment,
focus, generosity, initiative, listening, passion, positive attitude, problem solving,
relationships, responsibility, security, self-discipline, servanthood, teachability, and
vision (Maxwell, 1999). Other writers have identified these qualities, and there is no
surprise if some are the same or overlap. Although there was no surprise on the
overlapping of skills, there was a surprise on how these skills are also identified in other
countries.
According to Moodian (2009), there is a global leadership perspective to consider.
In his book, Contemporary Leadership and Intercultural Competence, he discusses the
work of The Global Leadership and Organizational Behavior Effectiveness (GLOBE).
The GLOBE conducted a study (House et al., 2004) where they investigated “over 17,000

47

leaders in more than 950 organizations representing 62 countries" (House et al, 2004, p.
116). The purpose of the GLOBE study was to investigate how "different cultures viewed
leadership" (House et al, 2004, p. 116). The study findings consisted of six global
leadership behaviors: a) charismatic/value based, b) team oriented, c) participative, d)
humane oriented, e) autonomous, and f) self-protective (House et al, 2004). The study
also discovered 22 leadership attributes (see Figure 7).
Figure 7
The GLOBE Study: 22 Leadership Attributes
Trustworthy
Intelligent
Just
Decisive
Encouraging

Foresight
Administrative Skilled
Plans Ahead
Communicative
Motive Arouser

Positive
Excellence oriented
Dynamic
Coordinator
Dependable

Informed

Team Builder

Confidence Builder
Win-win Problem Solver
Motivational
Honest
Effective Bargainer

Note: Source House et al., 2004
Northouse (2001) states that now more than ever, there is a greater need for
effective leaders. There are several theories of an effective leader. Regardless of the one
chosen, the result should be engagement leading to success (George, 2006). The leader is
responsible for creating a productive environment. If the environment is created, then the
organization will reach its goals (Pearce et al., 2009). For a leader to be a competitive
leader, the leader must possess cognitive intelligence and leadership skills (Snyderman &
Rothman, 1988).
A Look at Various Intelligences
Some researchers have found a connection between intelligence and leadership
(Cook, 2006; Matear, 2009; Sellars, 2006; Tonioni, 2015; Wilson, 2004). For example,
Parrington (2005) found that multiple intelligences strongly correlate with leadership
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skills. In addition, Wilson (2004) confirmed that leaders make multiple intelligence part
of their leadership and as Gardner (1999) suggested making them “… crucial leaders" (p.
115). Tonioni (2015) stated that her findings "… identified specific emotional
intelligence competencies and leadership styles, which, if integrated into leadership
development programs, would enhance a leader's overall emotional intelligence" (p. 5).
Furthermore, Bulluck (2008) found that multiple intelligence (one or several) influenced
transactional leadership and transformational leadership.
Multiple Intelligences Framework
The intelligence era goes back to 1869, when it was believed that an individual
was either born a genius or not. (Shabnam & Tung, 2013). It was not until 1927 that
Charles Spearmen coined the term general intelligence, also known as the "G" factor
(Shabnam, & Tung, 2013). The idea of the "G" factor was that intelligence was
predetermined genetically and would develop as the individual developed. Sternberg
(1988) was among the pioneers of intelligences. He saw intelligence as being more than
just inherited and he added environment as a factor that impacts intelligence.
In his book, The Triarchic Mind: A Theory of Human Intelligence, Robert
Sternberg (1989) discussed that human beings have three intelligences: analytical,
creative, and practical. Furthermore, he stated that the intelligences were impacted by
three components: environmental adaptation (individual must adapt to a new
environment), environmental selection (individual finds another environment when
adaptation is not possible), and environmental shaping (the environment will shape the
individual).
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Another pioneer of multiple intelligences was Howard Gardner. Gardner (1987) is
the creator of multiple intelligences. Gardner (1987) discovered seven intelligences:
musical, bodily-kinesthetic, verbal-linguistic, spatial, logical-mathematical, interpersonal,
and intrapersonal. In 1999, Gardner included two more intelligences to the original seven
intelligences. These intelligences were naturalist and existential. These intelligences are
important as they set the foundation for other intelligences (see Table 1).
Table 1
Howard’s Multiple Intelligences
Intelligence

Definition

1) Musical

Ability to produce and appreciate rhythm, pitch and timber

2) BodilyKinesthetic

Ability to control one’s body movements and to handle objects
skillfully

3) VerbalLinguistic

well-developed verbal skills and sensitivity to the sounds,
meanings and rhythms of words

4) Spatial-Visual

capacity to think in images and pictures, to visualize accurately
and abstractly

5) LogicalMathematical

ability to think conceptually and abstractly, and capacity to
discern logical and numerical patterns

6) Interpersonal

capacity to detect and respond appropriately to the moods,
motivations and desires of others

7) Intrapersonal

capacity to be self-aware and in tune with inner feelings, values,
beliefs and thinking processes)

8) Naturalist
Intelligence

ability to recognize and categorize plants, animals and other
objects in nature

9) Existential
Intelligence

sensitivity and capacity to tackle deep questions about human
existence, what is the meaning of life? Why do we die? How did
we get there?

Note: Source, Gardner, 2006
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Although Gardner (2011) added two intelligences, spiritual intelligence was not
part of his new work. On the contrary, Gardner does not see spiritual intelligence as an
intelligence. It is speculated that existential intelligence comes close to being spiritual
intelligence. More and more, these intelligences have become important factors for the
leadership world.
The Four Intelligences
It is the 21st century and there are still the same or more questions about
leadership than when it originally started in the personality era. However, there seems to
be a shift towards the human intelligences. The use of intelligences has been incorporated
in the leadership spectrum. The most common intelligences discussed are physical,
intellectual, emotional, and spiritual intelligence. These four major intelligences seemed
to be critical and it warrants the exploration to incorporate them in the leadership
spectrum.
Physical Intelligence
Covey (2004) presents a new paradigm of the intelligences and addresses the
human nature of body, mind, heart, and spirit. In his book, The 8th Habit, Covey (2004)
incorporates the body, mind, heart, and spirit into four intelligences. The four
intelligences consist of physical intelligence (PQ), mental intelligence (IQ), emotional
intelligence (EQ), and spiritual intelligence (SQ) (Covey, 2004). This is the first time that
physical intelligence has been incorporated with other intelligences. According to Covey
(2004), physical intelligence is the ability to develop one’s physical fitness.
According to Saveland and Palmer (n.d.), physical and emotional intelligence
have some interconnected skills. Physical intelligence is viewed as one's intuition (also
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known as wisdom), which is developed within ourselves. Greenleaf (1970) supported that
intuition was an important leadership skill when there was uncertainty. On the other
hand, Nelson (2009) defines physical intelligence "… as the ability to listen to the body's
subtle signals and respond wisely" (p. 11). He added two key aspects to support his
definition - "awareness (listen to your body) and action (respond wisely)" (p. 15). The
definition was founded based on three assumptions: a) our bodies generally know what
they need, and try to tell us; b) everybody is unique; and c) our relationship with our
bodies is the most important and most enduring relation of our lifetimes (Nelson, 2009).
Both Covey (2004) and Wigglesworth (2012) agreed that there are four key
intelligences which are physical intelligence (PQ), cognitive (Covey calls it mental)
intelligence (IQ), emotional intelligence (EQ), and Spiritual intelligence (SQ).
Furthermore, they both agreed that they build upon each other. In her book, The TwentyOne Skills of Spiritual Intelligence, Wigglesworth (2012) presents a pyramid-shaped
figure with the four intelligences. In Figure 8, the pyramid model of Intelligences has an
arrow as spiritual and emotional intelligence may be interchangeable.
Figure 8
The Pyramid Model of Intelligences

Note: Source Wigglesworth, 2012
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Intellectual Intelligence
Alfred Binet (1989, as cited in Sternberg, 1985) was among the first pioneers to
investigate the intelligence quotient. According to Black (1998), Binet was a French
psychologist working with the French government. He was instructed to create a
standardized test to place students in the appropriate class based on their intelligence.
This test predicted the students’ cognitive potential. Another pioneer of the intelligence
quotient was William Stern (1914). Stern (1914) created the formula called Mental
Quotient (MQ). In this formula, he used the Mental Age (MA) divided by the
Chronological Age (CA) (Stern, 1914). American Psychologist Lewis Terman (1916)
coined the term IQ with his Standard-Binet IQ Test. Until this day, Lewis’ model is still
used for current IQ tests (as cited in Black 1998).
Emotional Intelligence
The first to coin emotional intelligence (EI) were Mayer and Salovey (1990).
Emotional intelligence was defined as "… a subset of social intelligence that involves the
ability to monitor one's own and others’ feelings and emotions, to discriminate among
them and use this information to guide one's thinking and actions" (Mayer & Salovey,
1990, p. 1989).
There seems to be more and more interest in finding a linkage between both
emotional and spiritual intelligence. The literature shows that emotional intelligence and
spiritual intelligence support each other in various settings. One of these settings is in the
entrepreneur world. For example, Chin et al (2012) use B. R. Palmer et al. (2009)
Emotional Intelligence Test and Amram (2009) Integrated Spiritual Intelligence Scale
(ISIS) to measure both intelligences. The purpose of the study was to "examine the
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relationship between emotional and spiritual intelligence in nurturing creativity and
innovation among successful entrepreneurs" (Amram, 2009, p. 262). Chin et al (2012)
found that both emotional and spiritual intelligence "… play an important role in
nurturing creative and innovation among the entrepreneurs" (p. 265). In addition, they
presented the following diagram (see Figure 9) to illustrate the theoretical framework.
Figure 9
Theoretical Framework Between Emotional Intelligence (EI), Spiritual Intelligence (SI),
and Performance

Note: Source Chin et al, 2012.
Another example is the work of Subramaniam and Panchanatham (2014). The
purpose of their study was to "…explore the relationship between Emotional Intelligence
and Spiritual intelligence (SI) and wellbeing of management executives working in
organizations" (Subramaniam & Panchanatham, 2014, p. 93). They found that both SI
and EI support each other. They also found that the "development and growth of EI and
SI can be considered as methods for improving the wellbeing of management executives
as well as organizational wellbeing" (Subramaniam & Panchanatham, 2014, p. 94; see
Figure 10).
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Figure 10
Subramaniam and Panchanatham (2014) Study’s Conceptual Framework

In addition, workplace has been an area where researchers have explored the
linkage between spiritual and emotional intelligence. Punia and Yadav (2014)
investigated the relationship between employees' emotional and spiritual intelligence.
The study results concur with other studies where they found a strong correlation
between emotional and spiritual intelligence (Kaur et al., 2012; King et al., 2012;
Koohbanani et al., 2013).
Spiritual Intelligence
Spiritual intelligence is a controversial issue as it is often linked to religion. Some
questioned whether spiritual intelligence is a valid intelligence. Even Gardner (1993;
2011) the creator of multiple intelligences does not accept spiritual intelligence as an
intelligence. It has been hypothesized that Gardner's closest intelligence to spiritual
intelligence is existential intelligence. Although Gardner (2011) does not accept spiritual
intelligence, he provided a criterion to identify general intelligence. The criterion Gardner
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(1993) established consists of eight standards to identify abilities and competencies
recognized as an independent intelligence. The eight criteria (Gardner, 1993) are:
•

An identifiable core operation or set of operations

•

An evolutionary history and evolutionary plausibility,

•

A characteristic pattern of development.

•

Potential isolation by brain damage.

•

The existence of persons distinguished by the exceptional presence or absence
of the ability.

•

Susceptibility to encoding in a symbol system.

•

Support from experimental psychological investigations.

•

Support from psychometric findings.

According to Emmons (2000b), based on Gardner's (1993) criteria, spiritual intelligence
does qualify to be an independent intelligence.
Spiritual intelligence was first coined by Zohar (1996). However, Wigglesworth
(2012) has made the term popular. Secretan stated that spiritual intelligence "is the next
step beyond emotional intelligence" (Wigglesworth, 2012, Business Leaders and Experts
section). Zohar and Marshall (2000) shared the same sentiment. They believed that
spiritual intelligence is innate. According to Zohar and Marshall (2000) an individual
demonstrates high spiritual intelligence when they do the following:
•

Have the capacity to be flexible (actively and spontaneously adaptive)

•

Have a high degree of self-awareness

•

Have a capacity to face and use suffering

•

Have a capacity to face and transcend pain

56

•

Have the quality of being inspired by vision and values

•

Have a reluctance to cause unnecessary harm

•

Have a tendency to see the connections between diverse things (being holistic)

•

Have a marked tendency to ask 'Why?' or 'What?" questions and to see
'fundamental' answers

•

Being what psychologist call 'file-independent' – possession of facility for
working against convention. (Zohar & Marshall, 2000, p. 15)

In addition, Zohar and Marshall (2000) identified the six-personality types of an
individual and they linked them to a path for improving their spiritual Intelligence. The
personality types were: conventional, social, investigative, artistic, realistic, and
enterprising personality. The six paths proposed were based on personality type to
achieve greater spiritual intelligence. These paths identified by Zohar and Marshall
(2000) are:
•

Path 1: The Path of Duty (Conventional) – This path is about belonging to,
cooperating with, contributing to and being nurtured by the community.

•

Path 2: The Path of Nurturing (Social) – This path is about loving, nurturing,
protecting and making fertile.

•

Path 3: The Path of Knowledge (Investigate) – The path of knowledge ranges
from understanding general practical problems through the deepest
philosophical quest for truth to the spiritual quest for knowledge of God and
all of His ways, and to ultimate union with Him through knowing.
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•

Path 4: The Path to Personal Transformation (Artistic) – we must explore the
heights and depths of ourselves and weld the disparate parts of out fragmented
selves into independent, whole person.

•

Path 5: The Path of Brotherhood (Realistic) – The spiritual task of those who
walk in this path is to make contact with the deeper realm of all men and all
being in which their ego selves are rooted.

•

Path 6: The Path of Servant Leader (Enterprising) – The servant leader "…
creates new visions and bring new possibilities into being." (Zohar &
Marshall, 2000, pp. 229-261)

On the other hand, Wigglesworth (2012) created a spiritual intelligence
assessment known as the SQ21. In her book, The Twenty-One Skills of Spiritual
Intelligence, Wigglesworth (2012) describes the 21 skills needed to be spiritually
intelligent. Wigglesworth breaks the skills down using four quadrants to explain the skills
(see Table 2). The four quadrants are structured the same way emotional intelligence
skills are illustrated. In addition, each quadrant mirrors Maslow's (1954) Hierarchy of
needs, in the sense that they build from one another. One must master one to move to the
next one (Wigglesworth, 2012). Furthermore, the fourth quadrant demonstrates the
results of the previous three quadrants. Therefore, the fourth quadrant is known as the
Outcome Quadrant.
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Table 2
SQ21: 21 Skills of Spiritual Intelligence
Quadrant 1: Self/Self Awareness
1)
2)
3)
4)
5)

Awareness of Own Worldview
Awareness of Life Purpose
Awareness of Values Hierarchy
Complexity of Inner Thought
Awareness of Ego Self/Higher
Self

Quadrant 3: Self/Self Mastery
12) Commitment to Spiritual
Growth
13) Keeping Higher Self in Charge
14) Living your Purpose and Values
15) Sustain Faith
16) Seeking Guidance from
Spirit/Higher Self

Quadrant 2: Universal Awareness
6)
7)
8)
9)

Awareness of Interconnectedness
Awareness of Worldviews of Others
Breadth of Time Perception
Awareness of Limitations/Power of
Human Perception
10) Awareness of Spiritual Laws
11) Experience of Transcendent
Oneness
Quadrant 4: Social Mastery, Spiritual
Presence
17) Wise and Effective Teacher
18) Wise and Effective Change
19) Makes Compassionate & Wise
Decision
20) Being a Calming, Healing Presence
21) Aligned with Ebb and Flow of Life

Note: Source Wigglesworth, 2012
Emmons (2000b) stated that there five abilities that define spiritual intelligence
and are the core of spiritual intelligence. These five areas are (Emmons, 2000b):
(a) the capacity of transcendence, (b) the ability to enter into heightened spiritual
state of consciousness, (c) the ability to invest everyday activities, events, and
relationships with a sense of the sacred, (d) the ability to utilize spiritual resources to
solve problems in living, and (e) the capacity to engage in virtuous behavior or to be
virtuous (to show forgiveness, to express gratitude, to be humble, to display compassion).
(p.10)
Noble (2000) stated we are born with spiritual intelligence. He also agrees with
Emmons's five abilities that define spiritual intelligence. However, he added two more
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(Noble, 2000): 1) “… conscious recognition of that physical reality is embedded within a
larger multidimensional reality” (p. 46); 2) “the conscious pursuit of psychological health, not only
for ourselves but for …the global community” (p. 46).
Santos (2005) stated that there are six fundamentals of spiritual intelligence. The
six fundamentals are:
•

Man has to recognize his spirituality.

•

Man has to recognize a higher spiritual being.

•

If there is a Creator and we are created, there must be a “guidebook” about
“life and

creation” that we can all refer to.

•

Man has to understand his purpose a in life, his calling.

•

Man has to understand his place in God’s heart.

•

The road to a successful life depends on a person ability to recognize “life
principles”, and to synchronize his life in accordance with these laws.
(Santos, 20005, P.2)

Wolman (2001) saw spiritual intelligence as a capacity of asking the right
questions about the meaning of life and its experiences and the connection between each
human being and the world rather than an "innate human talent". According to Wolman
(2001), spiritual intelligence has seven factors:
•

Factor 1: Divinity – This factor is associated with the sense of, or intuitive
knowing about, a Divine Energy Source, Higher Being, or the feeling of
awesome wonder in the presence of natural phenomena.
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•

Factor 2: Mindfulness – This factor includes activities associated with
attention to bodily processes such as conscious eating, regular mediation with
focused breathing, and exercise like yoga, or t'ai chi.

•

Factor 3: Extrasensory Perception – This factor encompasses those items that
pertain to the “sixth sense” or paranormal psychic events, ranging from
receiving phone calls from someone just as I was thinking about them, to outof-body or near-death experiences.

•

Factor 4: Community – This factor describes social activities that include
peers-such as the Parent Teacher Organization- or activities that are on a
volunteer basis and charitable in nature, such as working with the less
fortunate and socially disadvantage.

•

Factor 5: Intellectuality – This factor denotes a desire and commitment to
read, study, and/or discuss spiritual material or sacred texts.

•

Factor 6: Trauma – this is a factor that is often thought of as a crisis-oriented
stimulus to spirituality. It refers to the experience of illness – physical or
emotional – in one self or in a loved one. At the extreme, trauma refers to the
actual loss of a loved one through death.

•

Factor 7: Childhood Spirituality – is a factor that refers to spiritual
experiences that took place during childhood. (Wolman, 2012, p. 135-141)

Smith-McMullen (2003) follows Wolman's (2001) steps and adds a religious
aspect in identifying spiritual intelligence skills. He proposed that spiritual intelligence is
needed to adapt better to the environment. For example, individuals who demonstrated
higher levels of spiritual intelligence appeared to be less stressed with life's situations and
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were more flexible in adapting to their environment. He identified ten skills of spiritual
intelligence: (a) spiritual experience, (b) coping with stress, (c) being purposeful, (d)
worship place, (e) getting out of principle, (f) focus on beliefs, (g) religious rules, (h)
praying, (i) tolerance, and (j) religious concept.
According to Smith-McMullen (2003) stress is counter-intuitive for spiritual
intelligence. Therefore, he created the factor relaxing focus to develop insight. SmithMcMullen (2003) proposed that spiritual intelligence consists of the following values:
courage, integrity, intuition, and compassion. He also stated that poor decision-making
skills increase an individual's concerns and it leads to poor outcomes since the decision is
not made in a timely manner.
Upadhyayet al. (2013) argued that two factors have little to no attention to the
factors that affect employee’s performance. These two factors are the emotional and
spiritual components of an individual. Their study used the Upadhyay and Parashar
(2013) five dimensions of spiritual intelligence. These dimensions are: “(a) feeling of
oneness (FO), (b) self-realization (SR), (c) farsightedness, (d) professionalism, and (e)
self-effacement (SE).
Feeling of Oneness refers to being whole and using the “holistic approach towards
life” (Upadhyay et al., 2013, p. 621). Self-Realization refers to asking the existential
questions of “Who am I? What is the purpose of life?” (Upadhyay et al., 2013, p. 622).
Farsightedness refers to creating a vision and leading with “certain values and ethics
which serve as guiding principles to pursue and to put into his/her plans into action”
(Upadhyay et al., 2013, p. 622). Professionalism refers to having high expectations in the
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workplace and anything one performs in society. Lastly, Self-effacement refers “to
remove one’s self in order to give importance to others” (Upadhyay et al., 2013, p. 622).
Vaughan (2002) attempted to define spiritual intelligence using her many years of
working with the interface of psychology and spirituality. She stated that spiritual
intelligence (SI) consisted of the following:
•

SI is concerned with the inner life of mind and spirit and its relationship to
being in the world.

•

SI is more than individual mental ability… it goes beyond conventional
psychological development… it implies awareness of our relationship to
transcendent to each other, to the earth, and all beings.

•

SI opens the heart, illuminates the mind, and inspires the soul, connecting the
individual human psyche to the underlying ground of being.

•

SI is related to emotional intelligence insofar as spiritual practice includes
developing intrapersonal and interpersonal sensitivity.

•

SI depends on the capacity to see things from more than one perspective and
to recognize the relationship between perception, belief, and behavior.

•

SI helps to explore the meaning of questions such as Who am I? Why am
here? And what really matters? (Vaughan, 2002, pp. 19-20)

Assessment of Spiritual Intelligence
In an effort to create an assessment tool for spiritual intelligence, Kumar and
Mehta (2011) created The Scale for Spiritual Intelligence (SSI). The scale consists of 20
questions where the respondent can choose from a five-point scale options from
"Strongly Agree, Agree, Uncertain, Disagree, and Strongly Disagree". The scale consists
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of 10 positive items and 10 negative items. The scale’s six domains are: (a) purpose in
life, (b) human value, (c) compassion, (d) commitment towards humanity, (e)
understanding self, and (f) conscience (Kumar & Mehta, 2011). If the score is higher, it
indicates that the individual has a high spiritual intelligence.
Another attempt to create a reliable assessment was made by Manghrani (2011).
Her assessment consisted of 75 questions where the respondents can choose from a fourpoint scale with options of "Very Well Agree (4), Moderately Agree (3), Little Agree (2)
and Not at all Agree (1)". The scale consists of some positive and negative items. The
scale consists of 11 factors which are: (a) God and religiosity, (b) soul, (c) selfawareness, (d) spiritual experiences, (e) life and style values, (f) fate and karma, (g)
social relationships, (h) divinity in love, (i) spirituality in leadership, (j) gender and caster
equality, and (k) helping behaviors (Manghrani, 2011). If the score yields a high, it
indicates that the individual has a high spiritual intelligence.
King and DeCicco (2009) were also among the pioneers of finding a viable
measurement for spiritual intelligence. They define spiritual intelligence as a set of
mental capacities which contributes to the awareness, integration, and adaptive
application of the nonmaterial and transcendent aspects of one's existence leading to such
outcomes as deep existential reflection, enhancement of meaning, recognition, of a
transcendent self, and mastery of spiritual state (King, 2008). Their definition is not
linked or tied to a religious definition. King and DeCicco (2009) focused on four core
components, which are: (a) critical existence (CE); (b) personal meaning production
(PMP); (c) transcendental awareness (TA); and (d) conscious state expansion (CSE).
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King and DeCicco (2009) described the components as follow: Critical existence
(CE) refers to the "capacity to critically contemplate the meaning, purpose, and other
existential or metaphysical issues" (p. 70). Personal Meaning Production (PMP) refers to
the "ability to construct personal meaning and purpose in all physical and mental
experiences, including the capacity to create and master a life purpose" (p. 70).
Transcendental Awareness (TA) refers to the "capacity to perceive transcendent
dimension of the self, of others, and of the physical world during the normal, waking
state of consciousness" (p. 70). Conscious State Expansion (CSE) refers to the "ability to
enter spiritual states of consciousness at one's own discretion" (p. 71).
King and DeCicco (2009) created the Spiritual Intelligence Self-Report Inventory
(SISRI) using the four spiritual intelligence components. This self-report inventory
consisted of 84 items where the responses ranged from 0 – 4 (it measured how true the
statement was to the participant). King and DeCicco continued to improve their inventory
and they tested SISRI but they called it SISRI-42. It served the same purpose as the
SISRI, however, this one only consisted of 42 items, hence the title SISRI-42. They
ultimately revised the self-report inventory one more time and created the SISRI-24,
which once again tested the same components, however, it only consisted of 24 items.
Amram (2007a & 2007b) defined spiritual intelligence “… as the ability to apply
and embody spiritual resources and qualities to enhance daily functioning and wellbeing"
(p. 2). The purpose of the study was to develop a spiritual intelligence framework using
the grounded theory. Amram (2007a & 2007b) used snowball sampling and interviewed
71 subjects. The study showed seven major themes which were: (a) consciousness, (b)
grace, (c) meaning, (d) transcendence, (e) truth, (f) peaceful surrender (Amram (2007b)
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later called it serenity), and (g) inner-directness (Amram, 2007a & 2007b, p. 1). Amram
and Dryer (2008) used the seven themes to develop and validate the Integrated Spiritual
Intelligence Scale (ISIS).
Amram and Dryer’s (2008) Integrated Spiritual Intelligence Scale (ISIS) consists
of two instruments: one has 83 items, and the short form has 45 items. Both instruments
are self-reported. Integrated Spiritual Intelligence Scale (ISIS) contains five domains and
22 subscales assessing separate SI capabilities:
(a) beauty, (b) discernment, (c) egolessness, (d) equanimity, (e) freedom, (f)
gratitude, (g) higher-self, (h) holism, (i) immanence, (j) inner-wholeness, (k)
intuition, (l) joy, (m) mindfulness, (o) openness, (p) practice, (q) presence, (r)
purpose, (s) relatedness, (t) scareness, (u) service, (v) synthesis, and (w) trust.
(Amram and Dryer, 2008, p. 17)
These 22 subscales are grouped within the five domains: (1) consciousness: intuition,
mindfulness, and synthesis; (b) grace: beauty, discernment, freedom, gratitude,
immanence, and joy; (c) transcendence: higher-self, holism, practice, relatedness, and
sacredness; and (d) truth: egolessness, equanimity, innerwholeness, openness, presence,
and trust (Amram and Dryer, 2008, pp. 29-34).
Five Areas of ISIS in Connection with Leadership
Research supports the five domains of Amram and Dryer (2008) Integrated
Spiritual Intelligence Scale (ISIS).
Consciousness
Several studies have been done regarding the importance of being a conscientious
leader. Harung et al. (1999) found that the "development of one parameter –
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consciousness – is casual to growth in a larger spectrum of features fundamental to
leadership" (p. 57). In addition, Judge et al. (2002) conducted a study where they found
strong correlation between consciousness and leadership. They found that "consciousness
was more strongly related to leader's emergence than to leader effectiveness" (p. 765).
According to Rosen and Swann (2018), consciousness is key to being a good
leader. They also determine that there are four steps to fulfill a true conscience. These
four steps are (a) "…steps go deep and discover your inner world; (b) think big to see a
world of possibilities; (c) get real to be more honest and intentional in leadership and life;
(d) and step up to your highest potential" (p. 39). Their research has found that "the most
successful people and leaders practice these four steps"(p. 39).
Jones and Brazdau (2015) stated that "consciousness is becoming an important
criterion for moving leaders towards a leadership practice that is accountable,
responsible, cooperative and collective" (p. 251). Their study also focused on "the idea
that aspects of conscious leadership already exist as a practice among higher education
leaders" (p. 251). Their research provided evidence that "supports the idea that being
conscious is one of the most authentic skills needed for an accountable and responsible
leadership practice" (p. 251). It also found that "formal exposure to a conscious
leadership curriculum would be beneficial and assist in developing a community of
conscious leaders" (Jones and Brazdau, 2015, p. 255).
Furthermore, consciousness and mindfulness have been used interchangeably. For
example, McKee et al. (2005) stated, “people who deliberately practice mindfulness are
consciously self-aware and self-monitoring; they are open and attentive to other people
and to the world around them (p. 45). McLerren (2004) use the word mindful when
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defining conscious leadership which refers as the "ability to take actions that area based
on thoughtful, mindful choices made in the present moment, taking into consideration
other points of view and individual realities" (p. 6).
More and more research is being conducted regarding mindfulness or
consciousness and being a good leader (Higgs & Rowland, 2010; Showry & Manasa,
2014). According to Davis (2004) "mindfulness in leadership, or slowing down and
attending to the present moment, promises to prompt rational decision making and
effective organizational practices for both leaders and followers" (p. 1). According to the
study conducted by Fusco et al. (2015), which focused on authentic leadership
development using the core categories: conscious, competent, confident, and congruent
leadership. They found that within the core categories, "seven key concepts emerged: (a)
self-understanding and self-management, (b) management mindfulness, (c) understanding
of others, (d) flexible and effective interactions with others, (e) leadership capacity and
proactivity, (f) leadership confidence and clarity, and (g) strategic orientation" (p. 1420).
Grace
Schaaf et al. (2012) state that "in a secular way, grace is often associated with
certain qualities of the feminine: it communicates attributes of flowing movement,
delicate features, and fragile beauty" (p. 11). In addition, Thomas and Rowland (2014)
stated that "there are a number of different definitions of grace including beauty,
elegance, charm or good manners, honorable titles, indulgent lifestyle or more commonly
a gift bestowed by God to save man from a sinful judgment” (p. 99). However, according
to Thomas and Rowland (2014) they were:
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particularly interested in the definition of grace as applied in leadership practice,
through doing good to others and demonstrating kindness in a pragmatic
environment requiring decision-making and judgement. In this context grace
involves showing compassion, kindness, goodwill, generosity and beneficence
towards stakeholders and society. (p. 99)
Winans (2015) stated that "leading with grace is an art that leaders must learn to master
as they build accountable teams" (p. 37). A study conducted by C. Caldwell (2017)
focused on the Human Resources professional. C. Caldwell (2017) found that "kindness
as an ethically and morally-based leadership concept has identifiable value for the HPRP
practitioner seeking to build commitment, increase trust, and achieve organizational
goals" (p. 74).
Meaning
Hammond et al (2017) stated, “leader identity is the most fundamental aspect of
being a leader” (p. 482). In their research, they found “four areas in which a leader
identity develops: strength, integration, level, and meaning” (p. 483). According to
Hammond et al. (2017) “… the meaning of a leader identity is grounded in the
understanding of leadership an individual holds” (p. 484). In addition, leaders who have a
sense of purpose and understand their role as a leader, tend to enhance and mature in their
leadership views.
Furthermore, Lozano (2017) stated that values have an important place in the
process of becoming a leader. This could be in a direct or indirect manner. “Therefore,
developing leadership is impossible without a personal process that develops the person’s
capacity for perception, learning, interiorization, explicit sense-making and constructing
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meaning” (Lozano, 2017, p.795). Lozano (2017) provided a framework that includes
Purpose. Furthermore, Klaus and Fernando (2014) found that leaders who have a sense
of direction have more self-confidence and are more likely to focus on a common goal.
Transcendence
According to Marcus (1961), transcendence is not a new concept and “the striving
of Man for transcendence” has been “one dominant theme of history” (p. 236). However,
how do we explain transcendence? Marcus (1961) states, “the very notion of
transcendence means the stepping out of one's present self into an idealized alter-ego and
this total transfiguration requires the projection of the self into something somehow
beyond it” (p. 236). Furthermore, he states that “striving for transcendence involves the
condition of empathy” (p. 236).
Furthermore, Van Dun and Wilderom (2016) found that working followers who
collaborative and work cohesively are more successful when they are encouraged to use
“self-transcendence” (p. 1544). It was stated that "various examples note selftranscendence values, such as teamwork and empowering employees as being the core to
effective lean (team) leaders (as cited in Van Dun and Wilderom, 2016, p.). Ooi et al (as
cited in Van Dun and Wilderom, 2016) found that self-transcendence values, such as
team work, trust, empowerment, and support lead to higher levels of member's job
satisfaction.
Moreover, Illies and Reiter-Palmon (2008) conducted a study using Schwartz
(1992, 1994) value theory; using two of the four domains which are: "…selfenhancement (achievement and power), and self-transcendence (universalism and
benevolence)" (p. 254). Illies and Reiter-Palmon (2008) found that "participants with
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self-enhancement values were more destructive when placed in leadership situations than
were those with self-transcendence values"(p. 264). Sosik et al. (2009) also found a
positive relationship between self-transcendence and leadership. Their results yield to
create consciousness about the value of “self-transcendence” in managers (p. 421),
especially when are seeking collaboration,
Lastly, the moral leadership framework (MLF) incorporates transcendence as part
of its framework. According to Anello and Hernandez (1996)
The world needs a new model of leadership dedicated to personal and collective
transformation, totally committed to moral values and principles, based on the
unfettered search after truth, inspired by a sense of transcendence, and guided by
the exercise of capabilities in service to the common good. (p. 51)
This model consists of four elements, the fourth of which is "attainment of transcendence
through vision" (p. 89). According to Vinkhuyzen and Karlsson-Vinkhuyzen (2014)
"When people make decisions and take action guided by values and principles based on
their understanding of truth, this gives them a sense of connection with the eternal and
generates an experience of transcendence" (p. 107).
Truth (Trust)
According to Mayer et al. (1995) (as cited in Drescher et al., 2014) "trust refers to
one party's willingness to accept vulnerability to another party in the absence of ability to
control or guarantee the other party's actions (p. 101). Rousseau et al. (1998) also defined
trust as a "psychological state comprising the intention to accept vulnerability based upon
positive expectations of the intentions or behavior of another" (p. 395).
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Mozumder (2018) created a "multilevel trust-based model of ethical public
leadership" (p. 167). This model tested ethical leadership and trust. Mozumder (2018)
"found evidence of significant direct effects of ethical leadership on its outcomes as a
result of trust in leaders at each of the three levels" (p. 180). Jaiswal and Dhar (2017) also
conducted a study to explore "how servant leadership, trust in leaders and thriving drive
employee creativity" (p. 2). They found that "the role of servant leadership influenced
(influencing) the creative behavior of employees via trust in leader" (p. 2).
Improving Spiritual Intelligence
In addition, Zohar and Marshall (2000) stated that spiritual intelligence could be
improved by doing the following: (a) knowing the deepest motives, (b) having a high
degree of self-awareness, (c) being responsive to the deep self, (d) a building capacity to
use and transcend difficulties, (e) standing against the crowd, (f) being reluctant to cause
harm, (g) being spiritually intelligent about religion, and (h) being spiritually intelligent
about death (pp. 284-293).
Furthermore, Sidle (2007) discussed that each intelligence has “both a wisdom
aspect and a shadow aspect. Wisdom turns into shadow when is used to validate the ego
and serve self-interest- usually because of a fear or insecurity” (p. 20). When wisdom
turns to shadow the individual’s strengths, it becomes a weakness and they cannot
perform to their highest potential. However, Sidle (2007) provides different strategies
(see Table 3) to identify these shadows and how to stay in wisdom.
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Table 3
Strategies for Practicing and Developing the Intelligences
Intelligence

Wisdom

Shadow

Strategy

Knowing the
Intellectual

world

Tightness

Objectivity

Emotional

Awaking the heart

Oversensitivity

Equanimity

Compulsive
Intuitive

Seeing the way

Desire

Judgment

way

Competitiveness

Self-discipline

Learning to learn

Dullness

Awareness

Embodying the
Action (Volitional)
Spiritual
(Consciousness)

Note: Source Siddle, 2007.
It could have not been said any better when Sidle (2007) stated that
Leadership is a particular way of approaching life, one of being committed to a
lifelong process of growing toward human fulfillment. Framed in this way
leadership becomes a vehicle for personal transformation as well as an agent for
positive change. (p. 9)
In the previous quote, human fulfillment may be considered the meaning of life or the
purpose of life, which is one of the components of spiritual intelligence (Zohar, 2000;
Emmons, 2000a; Wigglesworth, 2006). There have been several theories on the various
intelligences, such as the idea of whether we learned them or if these intelligences are
genetic. More literature supports the need to investigate the relationship between spiritual
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intelligence and leadership (Burke, 2006; Christ-Lakin, 2010; de Klerk, 2005; Doherty,
2011; Houston & Sokolow, 2006; Klenke, 2003; Marques et al., 2005).
Spiritual Intelligence and Science
There seems to be an interest in finding a scientific component to spiritual
intelligence, especially using the brain as a foundation (Newberg & d'Aquili, 1999;
Gallese, 2003, 2005; Persinger, 1996; Ramachandran & Blaskesley, 1998). It has been
determined that the right and left hemispheres play an important role when investigating
spiritual intelligence (Herrmann, 1981; Power & Lundsten, 1997; Selman et al., 2005;
Springer & Deutsch, 1998; Tipping, 2004). According to Zohar and Marshall (2000),
"Neurologists like Persinger and Ramachandran have now dubbed the area of the
temporal lobes concerned with religious or spiritual experience the “God spot' or the 'God
module'" (p. 95).
Furthermore, other individuals in various fields have also been investigating
spiritual intelligence. These individuals include but are not limited to, neuroscientists,
geologists, and physicists. Pert (1997 as cited in Sisk, 2016) a neuroscientist who stated
that "intuition is part of a spiritual realm and there is a higher intelligence that come to us
via our molecules…" p. 195). Physicists Capra (1991), Bohr (1991), and Geologist
Braden (1997 as cited in Sisk), created a concept called "conscious universe in which we
interact as a part of a continuous connected process of unity" (as cited in Sisk, 2016, p.
196).
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Description of Community Colleges System
History
According to Drury (2003), Community Colleges also known as junior colleges or
two-year colleges, originated in the time of The Morrill Act of 1862 (The Land Grant
Act). William R. Rainey Harper, President of Chicago University was the first individual
to distinguish between “junior college and senior college” (Drury, 2003, p. 2). He was
also the first one to "introduce the Associate's degree for graduates of the junior division"
(p. 2). In addition, in 1901 William R. Rainey Harper was also responsible for "founding
the first independent public junior college in in America" (p. 2).
Although the first junior college was a success, the expansion of other colleges
took longer than expected. According to Drury (2003), after 10 years of establishing the
first junior college "there were only three public junior colleges; by 1914 there were 14
public junior colleges and 32 private junior colleges" (p. 2). In addition, many of the
junior colleges were in some way associated with a "church denomination" (p. 3). The
turning point was between "1907 to 1917, when California passed various legislation
authorizing California secondary schools to offer postsecondary courses and provided
funding for independent regions of junior colleges" (Drury, 2003, p. 2).
Other significant dates in the history of junior colleges follow: (Chancellors
Office; Brint & Karabel, 1989; Drury, 2003; Witt, 1994):
•

1920 – The American Association of Junior Colleges (AAJC) was founded

•

1930 – AAJC founded the Junior College Journal and Pasadena Junior
College hire first guidance counselor for vocational education and guidance
(Brint & Karabel, 1989; Drury, 2003);
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•

1929 – 1939 –Enrollment jumped from 56,000 to 150,000 (Brint & Karabel,
1989; Drury, 2003);

•

1932 – Junior college was given greater impetus by a report prepared by
Carnegie Foundation;

•

1944 – Congress passed the GI Bill of Rights, which provided financial
assistance for veterans of World War II;

•

1945 – California had 57 junior colleges (Witt, 1994, p. 165);

•

1946 – Jesse R, Bogue became the executive secretary of the American
Association of the Junior Colleges (AAJC) and began to promote the term
'community college;

•

1947 – The Truman Commission Report called for the establishment of a
network for public community colleges;

•

1960 – The W.K Kellogg Foundation announced a series of grants to be used
to establish university centers and train and education community college
leaders;

•

1967 – California Legislation established the Chancellor's Office
(Chancellor’s Office, n.d.);

•

1970 Community colleges continued rapid enrollments going from 1.6 million
students to more than 4.5 million in 1980;

•

1978 – Funding control shifted to the State, with the Legislature increasingly
involved in the community college operations;

•

1980 – 1990 – Minority groups fueled the growth in the community colleges"
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•

Currently there are "more than 2.1 million students on 113 campuses
(Chancellor’s Office, n.d.);

•

2018 – The Chancellor's Office announces an all-online California
Community College. This is a collaborative effort between the Chancellor's
Office and Governor Jerry Brown. Classes are expected to be offered in fall
2019;

•

Eloy Ortiz Oakley, was the California Community College Chancellor
(Chancellor’s Office, n.d.) from 2016-2022. On June 2022, he resigned from
his position as Chancellor. He was part of the 2008 Long Beach Promise, a
partnership among the local Long Beach Unified School District, Long Beach
Community college, and California State University, Long Beach to promote
academic pathways and success. (http://www.longbeachcollegepromise.org/)

•

Currently Dr. Daisy Gonzales, PhD, is the Interim Chancellor. She was a
foster youth student and was the acting chancellor while Chancellor Oakley
was away on a special assignment (https://www.cccco.edu/AboutUs/Chancellors-Office/Meet-the-Chancellor)

The California Community College System had its own path of development.
According to the Academic Senate for the California Community Colleges (J. Patton et
al., 2009) "the first college in California was Santa Clara College (now Santa Clara
University), a private institution founded by Jesuits in 1851" (p. 13). However, it was not
until the 1900s when five community junior colleges were founded. These junior
colleges were "Fresno (1907), Santa Barbara (1908), Bakersfield and Fullerton (1913),
and San Diego (1914)" (J. Patton et al., 2009, p .13).
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Another significant milestone of the California Community Colleges occurred in
1930, when "Pasadena Junior College hired the first guidance counselor for vocational
education and guidance" (Brint & Karabel, 1989; Drury, 2003). The California
community college system perhaps came into existence in 1967 when "the California
State Legislature created the California Community College System" (J. Patton et al.,
2009, p. 13). Today more than 2.1 million students attend a California community
college, making the California Community College System "the largest system of higher
education in the United States" (Chancellor's Office, n.d.).
Community College Employees
Since the California Community College system is the largest system in higher
education, employment is crucial to maintaining its functions. The community colleges’
employees (regardless of their position) play an important role in the community college.
Not only do they maintain the day-to-day operational structure, but they serve to educate
and prepare students for the workforce. This means it is important to have administrators
with good leadership skills to produce an effective institution. This goes hand in hand
with the mission of the Chancellor’s Office, which states "The mission of the California
Colleges Board of Governors and the Chancellor's Office is to empower the community
colleges through leadership, advocacy, and support" (Chancellor's Office, n.d,
https://ccconlineed.instructure.com/courses/397/pages/cccco-mission-and-visionstatements).
A perfect example of the mission in action is the partnership between The Lumina
Foundation and the various higher education institutions (including community colleges)
to achieve Goal 2025. "Reaching Goal 2025 means that 60% of Americans will hold
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degrees, certificates or other high quality postsecondary" (Lumina Foundation, n.d.). This
goal will require the assistance of all employees at the community college. Furthermore,
the administration will need good leadership skills to accomplish this task.
In the Fall 2015 Staff Report, the Chancellor's office reported the total number of
employee/staff at the California community colleges. In Table 4 the employees have been
broken down by category. The community colleges have almost one hundred thousand
employees. The employees are given various opportunities for professional development.
Furthermore, each categorical group has its own professional association. For example,
the educational administrators can join The Association of the California Community
College Administrator's (ACCCA). As stated in ACCCA's mission statement they are
recognized for providing both leadership excellence and leadership development
(www.accca.org).
Table 4
Staff Reporting for Fall 2015 from the Community Colleges Chancellor’s Office
Employee Category

Total Number of Employees

Educational Administrators

2,016

Tenured/Tenure Track

17,671

Academic Temporary

42,208

Classified Administrator

1,757

Classified Professional

2,289

Classified Support

22,857

Total CCC Statewide Employees

88,798
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The faculty under the Tenured/Tenure Track are part of the Faculty Association of
California Community Colleges (FACCC, n.d.). This association, just the ACCCA,
provides leadership and professional development to the California Community College
faculty. The Academic Temporary category has The Community College Association
(CCA). Lastly, the Classified (administrator, profession, and support) category has the
California Community Colleges Classified Senate (4CS) (www.ccccs.org/). This
organization provides leadership trainings such as the Classified Leadership Institute.
One can see the Leadership development and training are key components of all the job
categories at the community college. Therefore, the focus of this study has been directed
towards leadership skills and spiritual intelligence.
CalWORKs in the Community College System
According to the Chancellor's 2006-2009 Report (2010), CalWORKs’ roots come
from the Social Security Act of 1935. This act established the "Aid to Families with
Dependent Children (AFDC)", which "enable states to provide cash welfare payments for
needy children deprived of parental support or care" (p. 5). The educational component
did not exist in the program until 1985 were "California established the GAIN Program
(Greater Avenues to Independence), to provide case management and supportive services
to a primarily volunteer group of AFDC parents who sought access to education and
employment" (p. 5). These services were provided from 1985 to 1996 and the community
college received funding to support GAIN students.
In 1996, the Personal Responsibility and Work Opportunity Reconciliation Act of
1996 (PRWORA) replaced AFDC with a cash welfare block grant to states called
Temporary Assistance for Needy Families (TANF). In addition, California designed a
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system of services for welfare recipients called California Work Opportunity and
Responsibility to Kids (CalWORKs) which replaced GAIN (p. 5). Furthermore,
PRWDORA "named community colleges as excellent institutions for providing education
and training to TANF recipients" (p. 5). This certainly helped the community colleges as
in the "fiscal year 1997-98, the California Community Colleges received $65 million in
new Proposition 98 funding to establish a CalWORKs program on every campus" (p. 5).
The CalWORKs program was designed to collaborate between the community
colleges and the California Department of Social Services (CDSS). The community
college responsibility was and still is "to utilize the funds to assist welfare recipient
students in achieving long-term family self-sufficiency through education, the provision
of work-study and other supportive services" (p. 5). The direct student support services
provided to the TANF recipients by the community college are:
•

Service coordination with local county welfare departments local Workforce
Investment Boards, community partners and employers

•

Work study

•

Subsidized child care

•

Job development and placement

•

Case management and counseling

•

Curriculum development and redesign

•

Instruction

•

Post-employment skills training (CDSS, 2018)

The community colleges continue to work collaboratively with the California Department
of Social Services (CDSS) to ensure the program’s success. According to the CDSS 2018
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Annual CalWORKs Report there has been an increase in Associate degrees and
certificates awarded to TANF recipients. The comparison data are drawn from the
community colleges 2011-12 through 2016-17 academic year. It appears that TANF
students have been successful with the services provided by the CDSS and community
colleges.
Review of the Literature Process
The researcher used various search engines to gather the information for this
literature review. These search engines were Chapman University Leatherby Libraries’
electronic databases, EBSCOhost, ERIC, APAPsycNET, and ProQuest. The researcher
also used Google scholar and other internet search engines. In order to identify the gap,
the researcher used the following terms: leadership, community college, leadership
development, multiple intelligences, and spiritual intelligence. In addition, the terms were
combined to explore all of the literature available and to assist this study (see Table 5).
As seen in Table 5, the combination of California Community College, Administrators,
Leadership, and Spiritual Intelligence produce one result. Therefore, the investigation
and discussion of this study is necessary to fill the literature gap.
This search was conducted at the initial phase of the researcher dissertation
process. This initial phase was conducted in 2016. In the past three years there has been
an increase in literature in the areas of Spiritual Intelligence, Community College, and
Leadership. As seen in Table 6, spiritual intelligence + community college increased by
three-fold from the 2016 initial search. Consequently, leadership + community college +
spiritual intelligence also tripled in the literature since the initial search. It seems that
researchers are more interested in the topics now than they were three years ago.
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Table 5
Search Criteria for the Literature Review (2016)
Key Words Used

Frequencies Yielded

Leadership

1. 4,284,506

Community College

2. 1,615,037

Leadership Development

3. 497,027

Multiple Intelligences

4. 116,613

Leadership + Community College

5. 44,328

Spiritual Intelligence

6. 9,343

Spiritual Intelligence + Leadership

7. 419

Spiritual Intelligence + Community College

8. 48

Leadership + Community College + Spiritual Intelligence 9. 13
California Community College + Administrators+
Leadership + Spiritual Intelligence

10. 0

Table 6
Search Criteria for the Literature Review (Revisited in 2019)
Key Words Used

Frequencies Yielded

Leadership

1. 4,848,340

Community College

2. 1,885,260

Leadership Development

3. 573,505

Multiple Intelligences

4. 139,869

Leadership + Community College

5. 50,606

Spiritual Intelligence

6. 12,077

Spiritual Intelligence + Leadership
Spiritual Intelligence + Community College

7. 522

Leadership + Community College + Spiritual Intelligence 8. 148
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Key Words Used

Frequencies Yielded

California Community College + Administrators+

9. 32

Leadership + Spiritual Intelligence

10. 3

Synthesis Matrix
The researcher created a synthesis matrix (see Appendix A) to assist her in the
literature review. The synthesis matrix was used to synthesize, organize, and identify the
literature review findings. The researcher used the following categories: leadership,
emotional intelligence, multiple intelligences, community college, neuroscience, EI,
history of SI, spirituality, leadership development, and spiritual intelligence. In addition,
the matrix was composed in a Word document to incorporate in the methodology section
and for visual assistance to identify any gaps in the literature (see Appendix A).
Summary
Community colleges are fast-growing institutions that have stability and
longevity. Some community colleges have and will continue to invest in any type of
leadership training. They will continue to have professional development and their staff
and faculty will continue to be part of professional associations (Begley, 2001; Borger,
2007; Harris, 2013; Makolandra et al, 2012; J. Patton et al., 2009). According to a survey
conducted by Whelhouse: The Center for Community College Leadership and Research
(as cited in Gordon, 2016), the turnover of an administrator at a community college is
concerning. The survey found that a college president or district chancellor states in their
position no more than 3.5 years, which is half the tenure of similar leaders at a four-year
institution in California.
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Furthermore, Wheelhouse's Management Director (as cited in Gordon, 2016)
stated that "strong leadership is crucial for efforts to improve rates of community college
student retention, completion, and transfer". She also stated that "leadership matters a
great deal. Efforts to make positive change about student success are impacted by the
quality and sustainability of leadership…" (Gordon, 2016, para. 9 )
It appears that the interest in spiritual intelligence and leadership will continue to
grow (Amram, 2007b, Amram, & Dryer, 2008; Bohr, 1991; Branden, 1997; Capra, 1991;
Emmons, 2000b; Gardner, 1993; King, 2008; King, & DeCicco, 2009; Kumar, & Mehta,
2011; Manghrani, 2011; McMullen, 2003; Noble, 2000; Pert, 1997; Santos, 2005; Sisk,
2016; Smith-McMullen, 2003; Upadhyay, & Parashar, 2013; Upadhyay et al., 2013;
Vaughan, 2002; Wigglesworth, 2012; Wolman 2001; Zohar, 1996; Zohar, & Marshall,
2000). More and more studies have linked spiritual intelligence with emotional
intelligence (Animasahun, 2010; Amrai et al., 2011; Chin et al., 2012; Flores et al., 2013;
King, 2012; Kaur et al., 2013; Koohbanani et al., 2013; Soebyakto & Ming, 2012; Stupar
et al., 2013; Subramaniam & Panchanatham, 2014; Veiseh & Abdolahi, 2014; Yazdi,
2015).
In the 1990s emotional intelligence was not popular at various leadership settings.
However, that has changed and now it is valued as a key component to leadership. This
researcher hopes that spiritual intelligence will be incorporated as a key component to
leadership. Therefore, this study is important to add to the literature on spiritual
intelligence. Furthermore, it is intended that this study will portray spiritual intelligence
as secular and is not incorporated into a specific religion/denomination. On the contrary,
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Spiritual Intelligence should be considered secular form to fulfill human needs, create
wellbeing, and find one's purpose in life.
In addition, spiritual intelligence has been and will continue to be researched on
life's satisfaction, work satisfaction, individual wellbeing, and, of course, leadership.
Spiritual intelligence has also been researched in the following areas: mental health,
business, parenting, social sciences, colleges, students, health, among others. However,
no research has been conducted with California community college administrators.
Therefore, this study aims to add to the existing body of California community college
administrators' literature.
Furthermore, there seems to be confusion between the meaning of spirituality and
spiritual intelligence. Spirituality has been defined by many as seeking meaning and
purpose in life (Blomberg, 2006; Jirasek, 2013) Spiritual intelligence has been defined by
several researchers as the related meaning by having own awareness of being
(Wigglesworth, 2003; Zohar, 2005; Zohar & Marshall, 2000). There are several
components in spiritual intelligence that encompass mind, body, soul, and spirit.
(Amram, 2007a; Emmons, 2000a; Nasel, 2004; Noble, 2000; Vaughan, 2002; Wolman,
2001; Zohar & Marshall, 2000). Wolman (2001) described these components as
perception, knowledge, understanding, and emotional satisfaction.
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CHAPTER III: METHODOLOGY
Overview
This study was designed as a mixed method study where both qualitative and
quantitative approaches were used to explore and describe the perceived impact and use
of the five domains of the Integrated Spiritual Intelligence Scale (ISIS): consciousness,
grace, meaning, transcendence, and truth (Amram & Dryer, 2008) on the California
Community Colleges administrators’ (CalWORKs Directors/Coordinators) leadership.
The quantitative section consisted of using the ISIS (consciousness, grace, meaning,
transcendence, and truth) to determine the administrators’ (CalWORKs
Directors/Coordinators) level of spiritual intelligence as perceived by the administrators.
The qualitative section consisted of a phenomenological approach where one on one semi
structure interviews will be conducted with the administrators (CalWORKs
Directors/Coordinators) after completing ISIS to determine which domains
(consciousness, grace, meaning, transcendence, and truth) describe the importance of the
domains on their leadership. A summary will also be presented.
Chapter III describes the procedures and methodology used in the conducted
study. The chapter includes purpose statement, research questions, research design, an
overview of how the population and the sample of the participants were identified and
selected, a description of the instrument that will be used for the study, an explanation of
the procedure that will be used to collect data, the methods that will be used for the data
analysis, and a discussion on the limitations of this study.
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Purpose Statement
The purpose of this mixed method study was to explore and describe the
perceived impact and use of the five areas (consciousness, grace, meaning, transcendence
and truth) of Integrated Spiritual Intelligence Scale (ISIS) have on California Community
College CalWORKs Directors/Coordinators’ leadership.
Research Questions
The study focused on six research questions:
RQ1: What perceived impact does the spiritual intelligence domain of
consciousness have on California Community College CalWORKs
Directors/Coordinators’ ability to lead?
RQ2: What perceived impact does the spiritual intelligence domain of grace have
on California Community College CalWORKs Directors/Coordinators ability to lead?
RQ3: What perceived impact does the spiritual intelligence area of meaning have
on California Community College CalWORKs Directors/Coordinators ability to lead?
RQ4: What perceived impact does the spiritual intelligence area of transcendence
have on California Community College CalWORKs Directors/Coordinators ability to
lead?
RQ5: What perceived impact does the spiritual intelligence area of truth have on
California Community College CalWORKs Directors/Coordinators ability to lead?
RQ6: Which of the five domains – consciousness, grace, meaning,
transcendence, or truth do Coordinator/directors perceived as a valuable skill in their
leadership?
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Research Design
The research design for this study was a mixed method approach. According to
Creswell et al. (2011), “mixed methods research provides more evidence for studying a
research problem than either quantitative or qualitative research alone” (p. 12). In
addition, Creswell et al. (2011) discussed that there are other benefits to using a mixed
method approach such as:
•

It helps answer questions that cannot be answered by a quantitative or
qualitative research alone.

•

It provides strengths and offset the weaknesses of both quantitative and
qualitative research.

•

It provides a bridge across the sometimes-adversarial divide between
quantitative and qualitative researchers.

•

It encourages the use of multiple worldviews, or paradigms (i.e. beliefs and
values).

•

It is practical in the sense that the researcher is free to use all methods possible
to address a research problem. (Creswell et al., 2011, pp. 12-13)

Furthermore, the mixed method typology used in this study was the exploratory
sequential design. This typology refers to collecting quantitative data as the first phase of
data collection and analysis and then moving on to the qualitative phase of data collection
and analysis (Creswell et al., 2011).
Quantitative
According to McMillan and Schumacher (2010), the quantitative research design
method focuses on the “objectivity in measuring and describing phenomena” (p. 21). This
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approach “maximizes the objectivity by using numbers, statistics, structure, and control”
(p. 21). The quantitative design used in this study was the survey, which is a nonexperimental design (McMillan & Schumacher, 2010). By using the survey research
design, “the investigator selects a sample of subjects and administers a questionnaire or
conducts interviews to collect data” (McMillan & Schumacher, 201, p. 22).
For the purpose of this study the quantitative section consisted of one
questionnaire. The researcher used the short version of the Integrated Spiritual
Intelligence Scale (ISIS), created by Dr. Amram and Dryer (2008). The researcher
contacted Dr. Amram for permission to use the ISIS scale for this study. The ISIS short
version, consists of 45 questions where the participants rate themselves on a scale from 1
(never to almost never) to 6 (always or almost always) (Amram, 2007a). The original
version of the ISIS consists of 83 questions. Another purpose of using this instrument
was to help participants become familiar with spiritual intelligence and to identify the
five domains in which the participants score high. By identifying the spiritual intelligence
concepts, the participants would better understand answering the qualitative questions.
The “domain scale scores will be determined by calculating the mean of the scores of the
items included in the domain” (Amram, 2008, p. 17). The “overall integrated spiritual
intelligence score will be determined by calculating the mean of all of the item scores”
(Amram, 2008, p. 17-18). After obtaining these results we would move to the qualitative
section of the study.
Qualitative
The researcher used a phenomenological approach as the qualitative research
design method for this study to obtain the data needed to answer the research questions.
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Phenomenology is appropriate because the study will focus on the essence of the lived
experience. The researcher used the responses gathered in the Integrated Spiritual
Intelligence Scale (ISIS) to interview the participants on their responses. According to M.
Q. Patton (2015) phenomenology can “focus on exploring how human beings make sense
of the experience and transform experience into a consciousness, both individually and as
a shared meaning” (p. 115). Essentially, spiritual intelligences was unique to the
participant’s experiences and how individuals view spirituality.
According to M. Q. Patton (2015), the phenomenological approach encompasses
the psychological as well as the social sciences aspect of the culture. This was an
excellent approach to the study, as it explored the individual experiences of leaders and
their spiritual intelligence. The subjectivity of the study was based on the individual’s
reality and experiences. Furthermore, M. Q. Patton (2015) states the phenomenon studied
may be an “emotion” or it may be a “program, an organization or culture” (p. 116). The
phenomenological approach allowed the researcher to conduct the study and focus on the
California Community College (CCC) administrators’ (CalWORKs
Directors/Coordinators) leadership and spiritual intelligence experiences.
The researcher used an Excel spreadsheet (see Table 7) to record the Integrated
Spiritual Intelligence Scale (ISIS) scores for record keeping. The participants' scores on
consciousness, grace, meaning, transcendence, and truth, are shown in Table 7. Table 7
helped the researcher identify the participants domains scores, and who would move to
phase two (interview questions) of the study.
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Table 7
Integrated Spiritual Intelligence Scale (ISIS) Score
Score
Participant 1
Participant 2
Participant 3
Participant 4
Participant 5
Participant 6
Participant 7
Participant 8

Consciousness

Grace

Meaning

Transcendence

Truth

Expert Panel
According to Creswell (2014), "the research needs to establish the validity of the
scores from the quantitative measures and to discuss the validity of the quantitative
findings" (p. 225). Therefore, a panel of experts was established to assure the validity of
the qualitative instrument which is a follow up interview from the quantitative section.
The expert panel consisted of a statistician with extensive knowledge in mixed methods
approach. The expert panelists were invited via e-mail (see Appendix B) to participate in
the panel. There were also two individuals with a Doctorate in Education. The experts
established the connection between the research questions and the interview questions.
The Experts
One of the experts is an Associate Professor at a community college. The expert
has a Doctorate in Education in Organizational Leadership. The expert has held several
leadership positions. The expert has served on various executive boards. The expert has
been co-chair for various committees. In addition, the expert has 21 (12 years have been
with the community college system) years of experience in higher education. During
these 21 years, the expert has worked in community colleges, a private university,
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California State University (CSU) system, the K-12 system, and non-profit organizations.
The expert is knowledgeable and has experience in the various leadership styles and in
the community college system.
The second expert is also from the community college system. This expert is
currently in a Doctoral Program. This expert has decades of experience in higher
education. In addition, this expert has experience with statistics and research as the
expert is a Statistics and Sociology professor. The expert’s field of expertise is
Sociology. Furthermore, this expert has held various committee and board positions at the
community college level.
The third expert has years of experience in emotional intelligence. The expert has
also been part of the community college system. The third expert also holds a doctorate in
International and Multicultural Education. The expert has experience in the K-12 system
and the community college. In addition, the third expert has served on various
committees and executive boards. Furthermore, the expert has been president of the
various committees and executive boards. The third expert has several publications,
which include articles and books. Lastly, the third expert had over 10 years of experience
as a License Marriage, Family Therapist.
The experts were instructed to review the questions on their own and provide
feedback on their findings. In addition, the experts verified that the questions were easy
to read and understand to yield to the data needed. The instrument's validity is important
as the questions should yield a general meaning among all of the participants. Once all of
the experts completed their review and provided their feedback, the researcher updated
the questions. The questions were once again sent out for final approval. The researcher
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received approval from all experts; therefore, the interview questions were used for this
study.
Framework of the Study
A timeline was established to assist the researcher with the process and steps to be
taken for the study. The timeline was as follows:
•

February 2017 – Expert panel approval of interview questions.

•

June 2020 – Research proposal was submitted to the dissertation committee
for Quality Review approval.

•

March 2022 – Proposal approved by the dissertation committee.

•

April 2022 – Documents submitted to University of Massachusetts Global
Institutional Review Board (IRB)

•

April – May 2022 Recruitment and selection of participants.

•

May - June 2022 – Study conducted – all participants completed the informed
consent no exemptions (see Appendix C, Appendix D, Appendix E).

•

June 2022 – Interviews conducted and analysis of data undertaken.
Population and Sample

Population
The participants in this study were California Community College (CCC)
Administrators (CalWORKs Directors/Coordinators). According to McMillan and
Schumacher (2010) population is “a group of elements or cases, whether individuals,
objects, or events, that conform to specific criteria and to which we intend to generalize
the results of the research” (p. 129). For the purpose of this study the researcher will use
the Student Senate Regions as established by the Chancellor's Office (Chancellor's
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Office, n.d.). According to Chancellors Office Directory there are 94 California
Community College CalWORKs Directors/Coordinators in California.
Following the education code 79200 – 792096 (Chancellors Office), the
CalWORKs Directors/Coordinators are responsible to administer and coordinate the State
funded CalWORKs Program. Within the administration and coordination the duties are,
but not limited to, maintain budget and track all financial expenditures; maintain and
provide accurate records for reporting purposes to the State Chancellors office; Ensure
compliance with State legislation and regulations; Represent the program at school and
community events; collaborate and partner with local county offices; Assist with
supervision and coordinate the day to day activities of personnel; identify, recruit and
provide designated services for eligible students.
In addition, the Director/Coordinator is responsible to access the needs of the
students, both academically and personal needs, and to determine how to best meet those
needs. If the Directors/Coordinators are counselors they also provide academic, transfer,
vocational, career, and personal counseling services following the CalWORKs
regulations. Furthermore, they develop educational plans, monitor student progress,
interpret and evaluate complex academic transcripts. They also coordinate and place
students in the on-campus or off-campus work-study program.
Target Population
A target population consists of participants selected from the overall population
from which the researcher can study and a further sample can be drawn (M. Q. Patton,
2015). Interviewing all 94 in California was not manageable because of the broad
geography, expense, and time. Therefore, the target population consisted of CCC
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Administrators (CalWORKs Directors/Coordinators) from: Region 7 (Los Angeles
County), Region 8 (Orange County), Region 9 (Riverside and San Bernardino Counties),
and Region 10 (Imperial and San Diego Counties; see Figure 11). The total number of
CalWORKs Directors/Coordinators by region are as follow: Region 7 has 13, Region 8
has 12, Region 9 has 10 and Region 10 has 9.
In addition, the target population consisted of individuals in a leadership position
and who supervise other individuals. For the purpose of this study, administrators were
defined as an individual who hold a position as a Director/Coordinator for the
CalWORKs Program. At the time of this study there were 44 CCC Administrators
(CalWORKs Directors/Coordinators) working in the four regions from six targeted
California counties.
Figure 11
California Community Colleges Region Map

Note: Source, Chancellors Ofifice

96

Sample
The researcher used purposive sampling. This refers to selecting the participants
“purposefully to permit inquiry into an understanding of a phenomenon in depth” (M. Q.
Patton, 2012, p. 52). Furthermore, in a qualitative study the samples may contain a "small
samples, even single cases” (M. Q. Patton, 2012, p. 52). On the contrary, a quantitative
study has a bigger population and the sample is collected at random. For this study, the
researcher used snowball sampling. According to McMillan and Schumacher (2010)
snowball sampling “is a strategy in which each successive participant or group is named
by a preceding group or individual” (p. 327). This basically means that the researchers
get referrals from the participants. McMillan and Schumacher (2010) also called this a
network sampling. First, it is up to the researcher to develop a profile of the attributes or
particular traits needed for the study. Then the researcher will ask participants if they
know anyone that would meet the "profile or particular traits" (McMillan & Schumacher,
2010, p. 327) of the study.
According to McMillan and Schumacher (2010) the nature of the sample is
critical in determining statistical significance, interpreting the meaning of the results, and
generalizing the conclusion. Furthermore, the researcher needs to be aware of the
following five factors to avoid affecting the study and the results: sample size, subject
motivation, sampling bias, response variability, and the use of volunteer samples
(McMillan & Schumacher, 2010). The researcher gathered their names from the various
CCC directories. The participants were screened to have at least one year of experience in
a leadership position such as director or coordinator. The three qualifiers are one year of
experience, recommendation from previous administrators, and colleges must be in the
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following counties: Los Angeles, Orange, Riverside, San Diego, Imperial, and San
Diego.
Subsequently, McMillan and Schumacher (2010) emphasize the importance of
identifying a sample that provides a wealth of knowledge on the variables being
investigated. Therefore, the researcher based the sampling selection on the following:
1. Participant must be a California Community College employee.
2. Participants must be from the Southern California Region 7 (Los Angeles
County), Region 8 (Orange County), Region 9 (Riverside and San Bernardino
Counties), and Region 10 (Imperial and San Diego Counties).
Sample Size
For this study, the researcher used 8 participants from Southern California Region
7 (Los Angeles County), Region 8 (Orange County), Region 9 (Riverside and San
Bernardino Counties), and Region 10 (Imperial and San Diego Counties). Participants
had at least one year of leadership experience in one of the following positions director or
coordinator/counselor for the CalWORKs program. The three qualifiers are one year of
experience, a recommendation from previous administrators, and colleges must be in the
following counties: Los Angeles, Orange, Riverside, San Diego, Imperial, and San
Diego. The researcher selected this sample size because of geographic proximity. In
addition, all the counties are in Southern California, as established by Community
College District Map.
Instrumentation
The Integrated Spiritual Intelligence Scale (ISIS) (Amram, & Dryer, 2008) was
used to determine the spiritual intelligence in the community college administrators
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(CalWORKs Directors/Coordinators). This instrument was chosen as it was among the
scales that assess the spiritual intelligence among adult participants. ISIS was developed
by Amram, and Dryer (2008). The researcher contacted Dr. Amram and he granted
permission to use the ISIS scale for this study (see Appendix F). The scale is being used
to identify five domains associated with spiritual intelligence (Amram & Dryer, 2008).
The scale originally had 83 items and seven areas: consciousness, grace, meaning,
transcendence, truth, peaceful surrender, and inter-directedness. The study used the
shorter version consisting of 45 items and five areas: consciousness, grace, meaning,
transcendence, and truth. M. Q. Patton (2012) states that empirical data are a key
component of quantitative data. This study used the exploratory design. Therefore,
empirical data were crucial to continue to the qualitative section.
The instrument used for the qualitative section was pre-developed interview
questions. According to M. Q. Patton (2015) "qualitative findings are based on three
kinds of data: (1) in-depth open-ended interviews; (2) direct observations; and (3) written
communication" (p. 14). For the purpose of this study, the researcher used open-ended
interviews. As stated by McMillan and Schumacher (2010) "the data collection mainstay
of a phenomenologist is the personal in-depth, unstructured interview" (p. 346).
Furthermore, since the data collection is solely on the interview, it is recommended that
the researcher has good interview skills and can ask probing questions when needed.
An expert panel oversaw and approved the interview questions, assuring that no
harmful questions were asked to the participants. The expert panel consisted of qualified
scholarly professionals that approved the pre-developed interview questions. The
interview questions consisted of five follow up questions from the quantitative design of
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the study. The questions were general and did not include any content that may cause
harm to the participant. The expert panel provided feedback on the inter-directness and
also received the final revision with all the experts' comments. All of the experts
approved five interview questions for the interview.
The Researcher
The researcher has a decade of experience working in higher education. She has
worked in the California State University System, Community College System, Private
University System, and Non-Profit Institutions. The researcher is currently employed at a
community college as the Counselor in the Counseling Department. From 2019-2020 she
was the Interim Coordinator/Counselor of the CalWORKs Program. From 2015-2019 she
worked as a Adjunct Counselor for the CalWORKs Program. She has been employed in
the California Community College for approximately 12 years. As an employee, she has
been part of several committees that assisted her in building relationship and networks
with several administrators. This has given her the opportunity to witness several
turnovers in administrator positions. In addition, the researcher has been part of several
hiring committees on campus. The researcher has had the opportunity to work with
several California Community College administrators. She served as a consultant for a
non-profit organization that has relationships with all of the California Community
Colleges.
Furthermore, she has attended several professional conferences and trainings. She
has presented at the following conferences, Western Association of Educational
Opportunity Personnel (WESTOP) 33rd Annual Conference, Latina Leadership Network
(LLN) of the California Community Colleges Annual Conference (Conference 2011,
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2012, 2014, 2016, 2018 and 2019), Brandman University Advisor Summit, First Annual
Student Support Services: Student Collaboration Consortium, and the Southern California
Chapter WESTOP Student Leadership Conference.
Lastly, she has been in several leadership positions. Her leadership experience has
been primarily with the Latina Leadership Network of the California Community
Colleges (LLN). She was LLN region representative for four years, LLN conference cochair in 2012, LLN's treasurer, and LLN President for two terms. In addition, she was the
chair for the volunteer committee for the National Academic Advising Association
(NACADA) Conference.
The researcher earned a Master's degree in Psychology with an emphasis in
Marriage and Family Therapy from an accredited private university. She will continue to
work toward completing the requirements to become a licensed therapist in California.
Furthermore, she has several certifications in psychology, specifically in the
psychotherapy area. She has attended various professional development and program
development trainings. She has presented numerous psychoeducational trainings and
workshops in the community. The researcher has demonstrated her knowledge and
experience in the academic, leadership, and psychology fields.
Data Collection
According to M. Q. Patton (2015), the researcher conducting a phenomenological
study needs to conduct an intense research of the topic and its “historical evolution” (p.
117). A big part of the phenomenology approach depends on “in-depth interviews”
(p.116). The individuals must describe the phenomena and how they perceived it.
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Furthermore, Creswell (1998) emphasizes multiple phases of data collections (see Figure
12).
Figure 12
Data Collection Activities

Note: Source, Creswell, 1998
Creswell (2014) stated that "an important step in the process is to find people or
places to study and gain access to and establish rapport with the participants so they can
provide good data" (p. 147). The research followed this model for the data collection. As
stated previously, locating a site and individuals has been secured by the researcher. This
was done by using the community colleges' directory and the Chancellor's Office
Website. The researcher has access to the community colleges. She works at a
community college and is a consultant for a non-profit organization that collaborates with
the community colleges. The researcher feels confident that she will be able to make a
rapport with the prospective participants. For the purposeful sampling, the reseacher will
use snowball sampling.
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The collection of the data was conducted using Excel and Survey Monkey. This
assisted the researcher in having bettter record-keeping on the participants' responses.
The researcher also used recording and note-taking skills to record the participants'
interviews. The participants responses were then be transcribed via www.rev.com. Once
the interviews were transcribed, the reseracher used Nvivo to code the interviews. The
researcher tried to anticipate any field issues. However, she had to improvise and course
correct once she is out in the field. Lastly, the reseracher was extra careful when storing
the data to keep the confidentiality of the participants.
Data collection was initiated as soon as the researcher received approval from
University of Massachusetts Global Institutional Review Board (IRB). A pre-established
list of the administrators was created in order to prepare for the study.
Selection Criteria
The researcher used target campus directories and the Community College
Chancellors website, to contact potential participants. Once the potential participants
were identified the researcher contacted the individuals via telephone and/or e-mail. Once
the individual agreed to become a participant in the study, the researcher screened the
individual using the following criteria:
•

Individuals must be a California Community College employee.

•

Individuals must be from Sothern California and in of the following regions:

•

Region 7 (Los Angeles County), Region 8 (Orange County), Region 9
(Riverside and San Bernardino Counties), and Region 10 (Imperial and San
Diego Counties).
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•

Individuals must have at least one year of leadership experience in one of the
following positions, director, coordinator, department chair, dean, vice
president, or president.

•

Individuals must sign an informed consent form agreeing to participate in the
study on a voluntary basis.

All individuals that met the study criteria were invited to participate in the study.
All individuals were also asked if they had any other contacts with other administrators
outside of their campus that they would like to refer for the study. All referrals were
collected and contacted using the same screening process.
These institutions were selected as they met the criterion of being a (a)
community college; (b) location in Southern California area; (c) must be in Region 7,
Region 8, Region 9, or Region 10; (d) all of the institutions have the same staffing
structure; therefore they have similar staffing positions (see Table 8).
Table 8
Matrix of Target Population

Community
College

REGION 7

REGION 8

REGION 9

REGION 10

1) Compton
College
2) East Los
Angeles
College
3) El
Camino
College
4) Glendale
Communi
ty
College
5) Los
Angeles
City

1) Cerritos
College
2) Citrus College
3) Coastline
Community
College
4) Cypress
College
5) Fullerton
College
6) Golden West
College
7) Irvine Valley
College
8) Long Beach

1) Barstow
College
2) Chaffey
College
3) College of
the Desert
4) Copper
Mountain
College
5) Crafton Hills
College
6) Moreno
Valley
College
7) Mount San

1) Cuyamaca
College
2) Grossmont
College
3) Imperial
Valley
College
4) Mira Costa
College
5) Palomar
College
6) San Diego
City
College
7) San Diego
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REGION 7

REGION 8

REGION 9

College
6) Los
Angeles
Harbor
College
7) Los
Angeles
Mission
College
8) Los
Angeles
Pierce
College
9) Los
Angeles
Southwes
t College
10) Los
Angeles
Trade
Technical
College
11) Los
Angeles
Valley
College
12) Pasadena
City
College
13) Santa
Monica
College
14) West Los
Angeles
College

City College
9) Mount San
Antonio
College
10) North Orange
County Adult
Continuing
Education
11) Orange Coast
College
12) Rio Hondo
College
13) Saddleback
College
14) Santa Ana
College

Jacinto
Continuing
College
Education
8) Norco
8) San Diego
College
Mesa
9) Palo Verde
College
College
9) San Diego
10) Riverside
Miramar
City College
College
11) San
10) Southwest
Bernardino
ern
Valley
College
College
12) Victor Valley
College

County

Los Angeles

Orange

Riverside and
San Bernardino

Staffing
Structure

Educational
Administrato
rs, Tenured/
Tenure
Track,
Academic

Educational
Administrators,
Tenured/ Tenure
Track, Academic
Temporary,
Classified

Educational
Administrators,
Tenured/ Tenure
Track, Academic
Temporary,
Classified
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REGION 10

Imperial
Valley and
San Diego
Educational
Administrators
, Tenured/
Tenure Track,
Academic
Temporary,

Leadership
Position

REGION 7

REGION 8

REGION 9

REGION 10

Temporary,
Classified
Administrato
r, Classified
Professional,
and
Classified
Support.
Superintende
d/President,
Associate
Superintende
nt/Vice
President,
Vice
President,
Director,
Executive
Director,
Interim
Director,
Assistant
Director,
Managing
Director,
Coordinator,
Dean,
Department
Chairs

Administrator,
Classified
Professional, and
Classified
Support.

Administrator,
Classified
Professional, and
Classified
Support.

Classified
Administrator,
Classified
Professional,
and Classified
Support.

Superintended/Pre
sident, Associate
Superintendent/Vi
ce President, Vice
President,
Director,
Executive
Director, Interim
Director,
Assistant
Director,
Managing
Director,
Coordinator,
Dean, Department
Chairs

Superintended/Pr
esident,
Associate
Superintendent/
Vice President,
Vice President,
Director,
Executive
Director, Interim
Director,
Assistant
Director,
Managing
Director,
Coordinator,
Dean,
Department
Chairs

Superintended
/President,
Associate
Superintenden
t/Vice
President,
Vice
President,
Director,
Executive
Director,
Interim
Director,
Assistant
Director,
Managing
Director,
Coordinator,
Dean,
Department
Chairs

Pilot Interviews and Field Tests
Since the researcher created the qualitative instrument for this study, a pilot
interview and field test were needed. According to M. Q. Patton (2012), conducting a
pilot test is important "… which is designed to obtain preliminary information on how
new treatments and measure work" (p. 67). The pilot test is particularly important "when
measuring attributes such as beliefs, attitudes, or dispositions because it is difficult to
determine exactly what the range of potential items is and when a sample is
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representative” (DeVellis & Thorpe, 2021, p. 60). Furthermore, the pilot interview and
field test were also used to check the reliability of the instrument (McMillan &
Schumacher, 2010). The pilot interview and field test were conducted in collaboration
with the expert panel which assisted with the interview questions (see Appendix G,
Appendix H, Appendix I, Appendix J, Appendix K, Appendix L, Appendix M, Appendix
N, and Appendix O).
The pilot interview and field test consisted of the same population, but the focus
was on Northern California in Region 1, Region 2, Region 3, and Region 4. The pilot
interview and field test participants were 10 California Community College employees.
All 10 participants took the Integrated Spiritual Intelligence Scale (ISIS) questionnaire.
The pilot interview and field test participants took 15-20 minutes to complete the survey.
The survey was conducted as an electronic version using Survey Monkey
(surveymonkey.com) to expedite the completion and data gathering of the instrument.
The participants in the study will also be responding to the survey online via Survey
Monkey. The participants in the pilot test provided useful feedback that improved the
quality, readability and structure of the instrument (McMillan & Schumacher, 2010; M.
Q. Patton, 2012). All of the feedback from the pilot participants were also provided to the
expert panel for an expert opinion on the changes suggested. The expert panel rejected
and accepted changes and the instrument was finalized.
Protecting Participants
The safety and confidentiality of the participants are the researchers' priority.
Therefore, the researcher has completed the National Institutes of Health (NIH) webbased training course title "Protecting Human Research Participants" to ensure
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compliance with human subjects. In addition, the researcher followed University of
Massachusetts Global protocol for conducting research as establish by the University of
Massachusetts Global Institutional Review Board (IRB). The researcher submitted the
study's proposal for the IRB to review and approve. The IRB responsibility was to review
and approve this study by adhering to the safety and wellbeing of the participants. Once
the IRB approved the proposal, the research moved to data collection.
Furthermore, all participants signed a consent form (see Appendix D) before
participating in the study. The consent form provided the parameters of the study, the risk
(if any) involved, and the benefits of participating. Also, they received the University of
Massachusetts Global Bill of Rights (see Appendix E). In addition, the consent form
ensured that the participation is voluntary and the participants could refuse to participate
and/or can revoke their participation at any time in the study. The participant's refusal to
participate or removal from the study did not negatively affect the participant. The
informed consent also ensured that the participant's identity is not revealed in any way in
the study. The participant's anonymity was the researcher’s main concern. This also
included the analysis of data (McMillan & Schumacher, 2010). One way to maintain
confidentiality was by limiting who has access to the data and keeping identifiable
information out of the date. This ensured that the participant’s anonymity will not be
compromised in any way.
Data Collection Process
The researcher followed the University of Massachusetts Global protocol for
conducting research as established by the University of Massachusetts Global
Institutional Review Board (IRB). Once the IRB approved the proposal the research
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moved to data collection. The participants were contacted phone or e-mail. After the
contact was made the researcher explained the purpose of the study and the consent form.
As soon as the participants completed and signed the consent form, the researcher
e-mailed them the survey link.
The survey was given in an electronic form using survey monkey. For those
individuals, who preferred a hard copy, the researcher e-mailed or faxed a copy. The
survey used for phase one of the study was the Integrated Spiritual Intelligence Scale
(ISIS). The researcher contacted Dr. Amram to gain approval to use the ISIS instrument.
The research identified those participants who completed the ISIS and contacted
them for phase two of the study. Phase two consisted of the interview questions. The
interviews were conducted via phone, Zoom, or in person. All of the interviews were
recorded for quality, validity, and reliability assurance. The interviews were
approximately 15 to 30 minutes.
Data Analysis
Qualitative Data
According to Creswell (2014) the data analysis for a phenomenology
approach should consist of the following:
•

Data organization: create and organize file for data.

•

Reading…: read through text, make margin notes form initial codes."

•

Describing the data into codes: describe personal experience through epoche;
describe the essence of the phenomenon.

•

Classifying the data: develop significant statements; group statements into
meaning.
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•

Interpreting the data: develop textual description, 'what happened'; develop a
structural description, 'how', the phenomenon was experienced; develop the
essence.

•

Representing visualizing the data: present narration of experience in tables,
figures, or discussion. (pp. 190-191)

The researcher's responsibility with research questions was to write the
participants' experiences of the phenomenon. To assure that the participants' responses
were being fully interpreted, the researcher used an audio recording (participants'
approval was obtained before using the recording) as well as very detailed note taking.
The interviews were transcribed using www.rev.com to have better accuracy of the
participant’s responses. In addition, the researcher used NVivo to code any themes or
categories that might emerge from the interview's responses.
Quantitative Data
According to Creswell (2014) “useful for identifying the type of association,
explaining complex relationships of multiple factors that explain an outcome, and
predicting an outcome from one or more predictors” (p. 338). Furthermore, McMillan
and Schumacher (2010) stated that “Quantitative measurement uses some type of
instrument or device to obtain numerical indices that correspond to characteristics of the
subjects” (p. 173). Therefore, the researcher administered an electronic version of
Amram’s and Dryers (2008) Integrated Spiritual Intelligence Scale (ISIS) questionnaire,
via Survey Monkey. ISIS is a 6-point Likert scale with 45 questions and all answers were
kept confidential. Each domain scores was obtained by calculating the mean of the
scores. The composite score were obtained by calculating the mean of all the domains
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scores. The survey was given to eight California Community College CalWORKs
Coordinator/Directors, who have at least two years of experience.
Triangulation
Furthermore, the researcher used investigator triangulation to ensure that there are
no research biases. The researcher used triangulation by asking other researchers to
examine the data and transcribed to accurately cite the interviewees. M. Q. Patton (2015)
discusses that triangulation can be “attained by combining both interviews and
observations, mixing different types of purposeful samples” (p. 317). According to
Creswell (2014) triangulation can be accomplished by one of the following: peer review
or debriefing, negative case analysis, clarifying researcher bias, member checking, rich,
thick description, and external audits.
According to Mertens and Hesse-Biber (2012) a mixed methods (study) “involves
triangulation based on the integration of qualitative and quantitative data, not merely to
look at agreement or disagreement between the data sets, but to put the data into a more
comprehensive explanatory framework” (p. 76). Therefore, the data were triangulated
using the interview questions (qualitative data) and the questionnaire (quantitative data)
results. In addition, triangulation involved seeking corroboration between quantitative
and qualitative data.
Coding of Data
Data coding is an important part of the data collection process. According to
McMillan and Schumacher (2013), "data coding begins by identifying a small piece of
data that stand alone" (p. 370). This is what researchers call a segment. "A data segment
is text that is comprehensible by itself and contains one idea, episode, or piece of relevant
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information" (McMillan & Schumacher, 2010, p. 370). McMillan and Schumacher
(2013) state that once the segments are located and analyzed a code or label is given to
the segment to provide meaning. McMillan and Schumacher (2013) suggested the use of
the following five steps to identify and redefine codes:
•

Get a sense of the whole.

•

Generate initial codes from the data.

•

Compare codes for duplication.

•

Try out your provisional codes.

•

Continue to refine your coding system. (p. 371-372)

The researcher followed these five steps to code properly and reliably for the study. The
codes also assisted with creating categories. According to McMillan and Schumacher
(2013), "categories (or themes) are entities comprised of grouped codes" (p. 376).
Coder Reliability
According to Creswell (2014), reliability may be attained if the researcher takes
good notes, records, and transcribes the interview. This is what the researcher intended to
do by using a tape recorder and cell phone to record and rev.com to transcribe the
recordings. It is also good practice for the researcher to review the transcription,
especially if using an outside source to transcribe. This will prevent any typos or
misunderstandings from the transcriber. Furthermore, McMillan and Schumacher (2010)
agreed that mechanically recorded data “… provide accurate and relatively complete
records” (p. 331) to the data collection.
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Validity of Instrument
According to M. Q. Patton (2015) "a test with high reliability may have low
validity" (p. 83). Therefore, "validity is more important than reliability" (M. Q. Patton,
2015, p. 83). The validity of the Integrated Spiritual Intelligence Scale (ISIS) has been
confirmed by its creators Amram and Dryer (2008). The ISIS began its journey in 2007.
Its original form consisted of seven areas which are (a) consciousness, (b) grace, (c)
meaning, (d) transcendence, (e) truth, (f) peaceful surrender (Amram (2007b) later called
it serenity), and (7) inner-directness. Amram (2007a) used grounded theory to interview
several different groups using the snowball sampling. The ISIS scales mirrored those in
other Likert scales. The ISIS has met the validity measure and used in several studies
(Kilcup, 2014).
Reliability of Instrument
M. Q. Patton (2015) stated that “a test is said to be reliable if it yields consistent
results" (p. 83). McMillan and Schumacher (2010) also agreed that it is important have
an interview logistics in place before the interviews, as five areas could affect the
outcome of the interviews. The five areas are duration, number, setting, identity of the
individuals, and informant styles. A protocol must be in place before the interviews to
have the same process for all participants. According to Creswell (2014), in a qualitative
design the reliability may be maintained by recording the interviews, transcribing the
interviews, and taking excellent notes during the interviews. To ensure the reliability of
the instrument, the researcher had a protocol in place before the interviews. The research
recorded and transcribed the interviews for all participants.
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In addition, the reliability of the scale and subscales were calculated by using
Cronbach’s Alpha. According to Amram (2007),
the internal consistency of the Integrated Spiritual Intelligence Scale (ISIS) was
high; Cronbachís Alpha = 0.97. The internal consistency of the domain scales also
was high; Cronbachís Alpha ranged from 0.84 to 0.95, with a mean value of 0.89.
The Cronbach alpha values for the domain scales were: Consciousness, 0.84;
Grace, 0.91; Meaning, 0.86; Transcendence, 0.95; Truth, 0.90” (p. 18).
The interview questions were assigned to an expert panel and interview pilot and field
test were conducted to confirm its validity.
Ethical Considerations
Institutional Review Board
According to McMillan and Schumacher (2010), “educational research focus is
primarily human beings”. Therefore, it is the researcher's “ethical responsibility for
protecting the rights and welfare of the subjects who participate in the study” (p. 15).
Furthermore, Creswell et al. (2011) state “permission needs to be sought from multiple
individuals and levels in organizations, such as individuals in charge of sites, from people
providing the data…and from campus-based institutional review boards (IRBs) to collect
data from individuals and sites” (p. 175).
For the purpose of this study, the participant’s rights were protected as indicated
and the researcher followed the requirements of the University of Massachusetts Global’s
Institutional Review Board (IRB). The researcher applied and requested an Expedited
Review to the University of Massachusetts Global IRB. The IRB approved the study (see
Appendix P). Prior to conducting the research and applying for IRB, the researcher
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completed the National Institutes of Health (NIH) web-based training course (see
Appendix Q). The approval was received on April 8, 2022 via e-mail. Per the regulations
of IRB, the participants received an informed consent form and were required to consent
before participating in the study.
Limitations
According to McMillan and Schumacher (2010), all research designs have
limitations. As Roberts (2014) stated “limitations are usually areas over which you have
no control. They are features of your study that you know may negatively affect the
results of your ability to generalize” (p. 162). The limitations of this study included the
location, the organization, and the title specific.
Location of the Study
Given that California has 94 Directors/Coordinators, the researcher used
purposive sampling to identify participants who met the set criteria who worked in
colleges near the researcher area. For the purpose of this study the target population
consisted of California Community College Administrators (CalWORKs
Directors/Coordinators) from: Region 7 (Los Angeles County), Region 8 (Orange
County), Region 9 (Riverside and San Bernardino Counties), and Region 10 (Imperial
and San Diego Counties). These are counties mainly in the south areas of California.
Therefore, the study results may be generalized to regions 7, 8, 9 and 10 of the California
Community College.
The Organization
The focus of the study was only the California Community Colleges. Local and
non-local, private and public, for-profit and nonprofit, higher education institutions were
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excluded from this study. Thus, the results of this study only generalized to the California
community college organization, and does not represent the Directors/Coordinator across
other organization/institutions.
Title Specific
The participants in this study needed to be administrators at the California
Community College. In other organizations or institution administrators may be defined
as dean, supervisor, manager or non-director/coordinator which would yield other results.
Furthermore, the California State Legislation gives the guidelines of the job titles, which
may not be a general representation across the various states. All of the limitations
mentioned above are because the specificity of the participants and location might not
equal representation geographically, in race or age, or other factors/characteristics.
Summary
Chapter III presented an overview of the study and the reasoning behind the
mixed methodology used and the rationale for using an exploratory approach. In addition,
an explanation of the population selected was presented; California Community College
Administrators (CalWORKs Directors/Coordinators) who have been in a leadership
position for more than a year. This chapter discussed the study sample and the criteria for
selecting the participants. Also, the researcher included a section on her background to
demonstrate her experiences with the California Community Colleges and her
educational history. Finally, the researcher discussed data gathering and analysis.
Limitations and ethical considerations were also discussed. Chapter IV and V will
describe the data collected, analysis procedure, interpretation and implications of the
findings, and suggestions for future research.
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CHAPTER IV: RESEARCH, DATA COLLECTION, AND FINDINGS
Increased attention has been placed on spiritual intelligence, within the context of
leadership. The concept of spiritual leadership encourages leaders to examine themselves
to provide a more effective leadership base through self-awareness (Ambrose, 1995;
Bennis, 1994; Block, 1993; Bolman & Deal, 1995; Eisner, 2000; George, 2006; Goleman
et al., 2013; McKee et al., 2008; S. Palmer, 2000; Quinn, 1996). A spiritual leadership
approach allows leaders and followers to tap into the fundamental needs for spiritual
well-being through passion and membership (Fry, 2003). According to Zohar and
Marshall (2000), spiritual intelligence is a valuable leadership skill.
While qualitative and quantitative researchers have substantiated links between
spirituality and higher education leadership (Blanton, 2008; Borger, 2007; Boorom, 2009;
Chatterjee & Krishnan, 2007; Christ-Lakin, 2010; Dussault, 2010; Terrazas, 2005;
Walker & McPhail, 2009), misperceptions surrounding the concept of spirituality may
deter leaders from expanding their spiritual intelligence. Emotional intelligence has seen
widespread study and use, but spiritual intelligence remains a relatively untapped
resource for many leaders. This study aimed to raise awareness of spiritual intelligence
and hopefully increase acceptance and use of its components among leaders in higher
education.
Overview
This chapter provides the results of the analysis. First, the purpose and research
questions are restated. A description of the method and data collection is also discussed.
The population, sample, and demographic data for the participants are presented. Next,
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the data analysis process is detailed, along with a presentation of quantitative and
qualitative findings. The chapter closes with a brief summary.
Purpose Statement
The purpose of this mixed method study was to explore and describe the
perceived impact and use of the five areas (consciousness, grace, meaning, transcendence
and truth) of Integrated Spiritual Intelligence Scale (ISIS) have on California Community
College CalWORKs Directors/Coordinators’ leadership.
Research Questions
The study was guided by the following questions:
RQ1: What perceived impact does the spiritual intelligence domain of
consciousness have on California Community College CalWORKs
Directors/Coordinators’ ability to lead?
RQ2: What perceived impact does the spiritual intelligence domain of grace have
on California Community College CalWORKs Directors/Coordinators ability to lead?
RQ3: What perceived impact does the spiritual intelligence area of meaning have
on California Community College CalWORKs Directors/Coordinators ability to lead?
RQ4: What perceived impact does the spiritual intelligence area of transcendence
have on California Community College CalWORKs Directors/Coordinators ability to
lead?
RQ5: What perceived impact does the spiritual intelligence area of truth have on
California Community College CalWORKs Directors/Coordinators ability to lead?
RQ6: Which of the five domains – consciousness, grace, meaning, transcendence,
or truth do Coordinator/directors perceived as a valuable skill in their leadership?
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Research Methods and Data Collections Procedures
This study followed a mixed method approach, using the Integrated Spiritual
Intelligence Scale (ISIS; Amram & Dryer, 2008) and semi-structured interviews. The
ISIS was used to measure spiritual intelligence among participants across the five
domains of consciousness, grace, meaning, transcendence, and truth. The interview
questions were designed to expand upon the ISIS scores produced for each participant.
Amram (2007) defined each domain as follows:
1. Consciousness: Development of refined awareness and self-knowledge,
featuring intuitive trans-rational knowing, mindfulness, and spiritual practices;
2. Grace: Living in alignment with the sacred, manifesting trust in and love for
life that is based on gratitude, beauty, and joy;
3. Meaning: Experiencing significance in daily activities through a sense of
purpose and a call for service, including in the face of pain and suffering;
4. Transcendence: Going beyond the separate egoic self into an interconnected
wholeness, including a holistic system’s worldview and the nurturing of
human relationships through empathy, compassion, loving-kindness, and IThou orientation; and
5. Truth: Living in open acceptance, forgiveness, curiosity and love for all that is
(all creation), including respect for the wisdom of multiple spiritual traditions.
Population
The target population consisted of CCC Administrators (CalWORKs
Directors/Coordinators) from region 7 (Los Angeles County), Region 8 (Orange County),
Region 9 (Riverside and San Bernardino Counties), and Region 10 (Imperial and San
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Diego Counties). The total number of CalWORKs Directors/Coordinators by region were
as follow: Region 7 had 13, Region 8 had 12, Region 9 had 10 and Region 10 had 9. In
addition, the target population consisted of individuals in leadership positions and who
supervised other individuals. Administrator was defined as an individual who held a
position as a Director/Coordinator for the CalWORKs Program. At the time of this study,
there were 44 CCC administrators working in the four regions of the six targeted
California counties.
Sample
This study utilized a purposive sample of eight participants from Southern
California Region 7 (Los Angeles County), Region 8 (Orange County), Region 9
(Riverside and San Bernardino Counties), and Region 10 (Imperial and San Diego
Counties). Participants had to possess at least one year of leadership experience as a
director or coordinator/counselor for the CalWORKs program. In addition, individuals
had to have a recommendation from previous administrators.
Demographic Data
Each of the eight participants had at least two years of experience in their current
positions. Seven of the participants were female, and one was male. Participants’ ages
ranged from 36 to 65. In terms of ethnicity, three participants were Caucasian, two were
Black, one was Filipino, one was Hispanic, and one was Samoan/Caucasian. Within
CalWORKs, the titles of participants included director, coordinator, manager, and
counselor. Participant demographics are presented in Table 1.
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Table 9
Participant Demographics
Participant Job title

P1

CalWORKs Coordinator/

Years of
experience in
current position
2 or more

Gender

Age

Ethnicity

Male

36

Samoan/

Counselor

Caucasia
n

P2

CalWORKs Coordinator

2 or more

Female

56

Caucasia
n

P3

CalWORKs Coordinator

2 or more

Female

65

Caucasia
n

P4

CalWORKs Coordinator

2 or more

Female

59

Hispanic

P5

CalWORKs Director

2 or more

Female

52

Caucasia
n

P6

Director,

2 or more

Female

56

Filipino

2 or more

Female

52

Black

2 or more

Female

52

Black

EOPS/CARE/CalWORKs
P7

CalWORKs Coordinator/
Counselor

P8

Manager

Presentation and Analysis of the Data
Quantitative Data
The first phase of data collection involved having all eight participants complete
the ISIS, which consisted of 45 items designed to measure spiritual intelligence in the
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five domains of consciousness, grace, meaning, transcendence, and truth. Following
completion of the ISIS by the eight participants, the assessments were scored. ISIS scores
for each participant are provided in Table 2. The highest composite score was 5.53 (P4)
and the lowest was 3.88 (P2). The average composite score across all participants was
4.59. The average scores for each construct ranged from 4.90 for meaning and 4.44 for
truth. Of all the constructs, truth seemed to also resonate most in participant interviews,
which is supportive of participants’ ISIS scores. Participants’ average scores for meaning
were comparatively lower, which was also reflected in the qualitative data, discussed
next.
Table 10
Participant Scores on the ISIS
Participant Composite Consciousness

Grace

Meaning Transcendence

Truth

P1

4.04

4.33

4.16

4.75

3.63

3.91

P2

3.88

4.50

3.66

4.25

3.90

3.66

P3

4.06

4.83

4.25

5.00

2.63

4.50

P4

5.53

6.00

5.91

4.75

5.00

5.66

P5

4.55

5.00

4.08

5.00

4.72

4.50

P6

4.84

4.33

5.16

5.00

5.09

4.50

P7

4.57

5.50

4.58

5.00

4.72

3.83

P8

5.28

5.16

5.66

5.50

5.18

5.00

*4.68

*4.90

*4.35(.89)

*4.44

(.80)

(.35)

*4.59(.60) *4.95(.59)

*Mean and Standard Deviation
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(.67)

Qualitative Data
After Integrated Spiritual Intelligence Scale (ISIS) inventories had been scored
and interviews were completed with all eight participants, the researcher moved on to
qualitative analysis of participant interviews. Audio from each interview was transcribed
for analysis. To become familiar with the qualitative data, the researcher read through
each transcript twice. This process of familiarization created submersion in the data and
allowed for the initial recognition of patterns and repetition. Next, each interview
transcript was coded. Coding involved a careful, word-by-word review of each transcript,
searching for repeated ideas or words. Codes were identified and noted in the data, with
the codebook growing as the researcher worked through the data.
After all transcripts had been coded, the researcher performed a second pass
through the data to ensure all codes had been recognized and that saturation had been
reached. A total of 21 codes emerged, as illustrated in Table 2. The most frequently
occurring codes included personal example of consciousness (f = 26), personal example
of truth (f = 22), and personal example of grace (f = 21). Less common codes, with two
occurrences each, included all domains are important, bigger than me, meet students
where they are, and behind the scenes. Code frequency is illustrated in Table 11.
Table 11
Code Frequency
Code
Personal example of consciousness
Personal example of truth
Personal example of grace
Personal example of meaning
Desire to help others
Transparent
Personal example of transcendence

f
26
22
21
17
14
12
11
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Code
Personal growth-development
Humility
Qualities of strong leaders
Desire to improve in spiritual domains
Authenticity
Respect
Relatable
Transformational leadership characteristics
Empathy
Navigating business within the spiritual domains
All domains are important
Bigger than me
Meet students where they are
Behind the scenes

f
11
10
8
7
6
4
4
3
3
3
2
2
2
2

The next analysis step involved organizing codes into themes that aligned with the
research questions. A total of six themes emerged, including perceptions of
consciousness, perceptions of meaning, perceptions of grace, perceptions of
transcendence, perceptions of truth, and other related qualities of good leaders. Table 4
illustrates the alignment between these themes and their supporting codes.
Table 12
Themes and Associated Codes
Theme

Codes

Perceptions of consciousness

Personal example of
consciousness
Personal growth-development
Desire to improve in spiritual
domains
All domains are important
Navigating business within
the spiritual domains
Personal example of meaning
Desire to help others
Personal example of grace
Meet students where they are

Perceptions of meaning
Perceptions of grace
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Theme

Codes

Perceptions of transcendence

Personal example of
transcendence
Relatable
Humility
Behind the scenes
Empathy
Bigger than me
Personal example of truth
Transparent
Authenticity
Respect
Transformational leadership
characteristics
Qualities of strong leaders

Perceptions of truth

Other related qualities of
good leaders

As follows, a discussion of each of the six themes is provided. This thematic
presentation of the qualitative findings is supported by examples, paraphrasing, and direct
quotes from participant interviews.
Perceptions of Consciousness
The first theme to emerge was in alignment with the first research question, which
asked what perceived impact the spiritual intelligence domain of consciousness had on
participants’ leadership. Consciousness was defined as the ability to raise or shift
consciousness, tap into one’s intuition, and leverage multiple perspectives to enhance
well-being and functioning. Participants’ ISIS scores for consciousness ranged from 4.33
to 6.00, with an average score of 4.95.
Interview data revealed participants exercised consciousness in multiple ways,
including personal development and growth, as well as awareness of others. Participants
offered rich examples of how they used consciousness in their leadership. For example,
P1 shared the importance of going beyond the surface with students to ensure all their
needs were being met:
125

When serving students, the ability to understand different points of view is
important because it'll help us better inform how we support the student.
Sometimes, students may not be upfront with certain things that they may need.
You have to read between the lines sometimes and trying to understand what it is
that they really need.
P6 shared a similar example, explaining that she considered the effects any
decision would have on a student: “I will ask myself is, is the decision or choice that I'm
making when it comes to program development or when it comes to supporting the
student, is it in their best interest? Is it meeting their needs?”
P2 used her intuition to make decisions when working with students, as that
“gives me an opportunity to think beyond logic and to shift my consciousness to make
better decisions.” P3 emphasized the importance of relatedness, sharing it was essential
that:
….new students coming in can look at my staff assistants, and they have that
sense of, yes, I know exactly where you're coming from. I've been there, I've gone
through, I'm working on my graduate program right now. You can do this, too.
P8 leveraged multiple points of view within the consciousness domain, asking for
input from others before making decisions. This feedback then helped P8 ensure
decisions were in the best interest of students, sharing: “With that type of feedback from
the team, because they're on the front line, working more closely with the students, then
they'll be able to let me know what's working and what's not working.”
Participants’ responses also illustrated the ways they engaged in personal growth,
development, and learning to improve within the domain of consciousness. These forms
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of growth and education then allowed them to shift their own consciousness while
developing better awareness of others’ perspectives, struggles, and needs. Participants
saw themselves as lifelong learners who were always growing and improving. As P1
shared, “I'm always seeking growth in anything, as long as it's for the positive. It's going
to make me a better person, better leader, better person in whatever role I'm in.”
P5 similarly shared, “I pride myself in being a leader who continuously tries to
improve my leadership skills.” P6 said “I’m always growing… always improving,” later
calling herself “a work in progress.” P7 said there was “always room for improvement”
and P8 admitted that participating in this study helped her “… self-reflect on me more in
leadership and how I can be even more effective with being responsive versus reactive to
situations and being proactive and being more creative in a positive way on working
around negative situations.”
There was an understanding of the importance of the spiritual domains, which
seemed to reflect the specific value of consciousness. That is, participants were conscious
of the value of spiritual intelligence. P3 shared, “When I think of my leadership style, it
takes all of those qualities into intent, into my intent with my work.” P6 believed the five
domains of spiritual intelligence had the ability to improve leaders’ skills, thus reflecting
consciousness of the value of this form of intelligence. P6, specifically, expressed an
interest in improving across the domains, especially those she scored lower on: “I want to
meditate on those scores, the meaning behind it, and I want to kind of reflect on it. Like,
‘Why were they scored the way they were?’ I want to go back to the questions.”
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Perceptions of Grace
The second theme to emerge was in alignment with the second research question,
which asked what perceived impact the spiritual intelligence domain of grace had on
participants’ leadership. Grace was defined as an individual’s inner-directness and love
for life. This domain emphasized inspiration, joy, and the ability to be in the moment.
Participants’ ISIS scores for grace ranged from 3.66 to 5.91, with an average score of
4.68.
Findings from the interviews suggested participants understood grace as
something to extend to others – as a way to help and show kindness. When asked to share
examples of how grace emerged in their leadership, most of the responses centered on
suspending judgement or looking past the shortcomings or struggles of others to help
them. As P1 shared, “I feel like I've moved towards… giving people grace, and just being
more open to just interpretations or just understanding people more before passing
judgment.” P1 also shared that he would reach out to students to see if there were other
ways he could support them, acknowledging that students could be experiencing
struggles of which he was unaware. By extending grace, P1 gave students the benefit of
the doubt, looking past the surface and understanding he was never fully aware of their
circumstances or experiences.
P2 described grace in closer alignment with the definition provided on the ISIS.
She explained that her mother, a special education teacher, demonstrated grace in her
work through the love and joy she shared with her students. P2 also shared how she
personally demonstrated grace as a leader, inspiring others in the office and working to
keep a joyful, positive work setting. A similar sentiment was shared by P4, who showed
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grace through inspiring and encouraging students. Grace through encouragement was
also described by P7, who worked to celebrate students’ individual strengths,
encouraging them and praising their accomplishments. P8 shared that her co-workers
referred to her as a “glass of milk and warm cookies” because of the grace and love she
exuded, regardless of the circumstances.
Grace was also described in terms of overlooking others’ errors, offering
forgiveness, and giving second chances. As Pl shared, “I’m one of those kinds of people
that believe in multiple chances.” Overwhelmingly, participants perceived and exercised
grace by helping others, which was expressed as important. P1 shared an anecdote of how
he demonstrated grace through sacrifice of his time to help students apply for financial
aid:
There've been times where I've spent four hours straight in one day with a student
straight on just on Zoom, helping them get through their FAFSA, helping them
get through different applications, scholarship stuff. And then again, the same
week meeting with them again for a couple of more hours.
P3 felt giving grace was an obligation to anyone born with privilege and the
ability to help others rise. The connection between grace and helping others was also
highlighted by P7, who shared, “I would say that for me as a leader, one of the things that
I pride myself on is getting to know students and helping them.”
Perceptions of Meaning
The third theme to emerge was in alignment with the third research question,
which asked what perceived impact the spiritual intelligence domain of meaning had on
participants’ leadership. Meaning described individuals’ abilities to experience meaning,
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connect experiences with their values, and construct and interpret situations to promote
well-being, even when faced with grim circumstances. Participants’ ISIS scores for
meaning ranged from 4.25 to 5.50, with an average score of 4.90.
As leaders, participants viewed meaning as a “big picture” construct that allowed
them to acknowledge the value in their professional work. By finding meaning and
purpose, work felt more satisfying and fulfilling. P1 admitted his job involved adversity
and frustration, which was sometimes “overwhelming.” But by focusing on student
success and the ways he was able to help them, he found meaning and fulfillment despite
stress and overwhelm. P7 also described meaning in her work when she shared, “I
definitely have a pretty strong knowledge that I tend to find meaning and positivity out of
pain and things like that, and use that to help others to move forward.” P1 explained the
importance of maintaining perspective on “why we do the work we do,” which was to
ultimately help students succeed.
P3 also found deep meaning in her work as a change agent:
I think is that meaning in being able to engender legal and regulatory change to be
able to help people in the future that will never know me, will never know who I
am or anything. That gives me tremendous meaning.
In addition to finding meaning personally, P7 explained how she helped her
students develop a sense of meaning, especially when they felt discouraged. She shared
an anecdote of students who wanted to become nurses but were struggling academically.
P7 responded by helping them find other opportunities to work with patients, “whether
it's x-ray technician or radiology or sonography or whatever they want to do, they're
going to really need strong grades in those sciences.” She explained,
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I oftentimes will kind of show them an alternative pathway of medical social
work, where they can still have direct patient care. So, they're still dealing one-onone with patients. They're still working in a healthcare environment. They're still
collaborating with doctors and nurses and other parts of medical team, but they
don't have to have those high grades in the sciences, but they can still use the
same classes they took to get into the social work program.
For P3, seeing the bigger picture in her professional role created a strong sense of
meaning. She mentioned her experiences from many years before, prior to the Black
Lives Matter movement and discussions of White privilege. She felt led to use her own
privilege to help those who were being marginalized, explaining “I knew that there was a
greater meaning to all of this.”
Perceptions of Transcendence
The fourth theme to emerge was in alignment with the fourth research question,
which asked what perceived impact the spiritual intelligence domain of transcendence
had on participants’ leadership. Transcendence was defined as an individual’s ability to
transcend their egoic self, focusing on relatedness and awareness of “the bigger picture”.
Participants’ ISIS scores for transcendence ranged from 2.63 to 5.18, with an average
score of 4.35. Transcendence seemed to be closely related to grace, from participants’
perspectives. They described transcending their own ego and judgement, which then
improved their abilities to help others. P2 provided a strong example of how
transcendence emerged in her leadership:
I notice when my ego is interfering with my thoughts and decisions, I make a
conscious decision to let that go. If I make a mistake and my ego is affected, I
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recognize that and take the time to think about it differently and in an effort to not
let my ego get in the way. I have done that when dealing with a director on
campus who I have conflicts with. Instead of letting my emotions take over, I
learn from it, communicate about it, and move forward with a solution. I strive for
a positive workspace.
A similar example of transcendence was offered by P4, who explained: “[I] let my
inner self and intuition to go above and beyond to advise my students when needed.
Allowing my ‘self’ voice to arise and guide my students with the right advise.”
Four participants described the importance of being “relatable,” which also
demonstrated transcendence. By transcending their own experiences and perspectives,
participants were better equipped to connect with students. Relatability was shown
through endeavoring to share personal stories and information that students might find
helpful. By sharing relatable stories about themselves, participants may have also
inspired transcendence in their students, helping them move beyond momentary struggles
and challenges. For example, P1 shared,
If they're struggling with certain identities or they're struggling with certain things
in their lives and they feel lost, then if I feel like I can relate to that, then I'm
going to share that with them because if I can relate, then they'll know that they're
not alone and that I've been there and there are other people that've been there
before.”
P3 also mentioned being relatable to students; relatability was something P3
demonstrated herself and she encouraged her staff to do the same. She explained:
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There is this sense of relatability, that new students coming in can look at my staff
assistants, and they have that sense of, yes, I know exactly where you're coming
from. I've been there, I've gone through, I'm working on my graduate program
right now.
Transcendence emerged as humility for three participants, who described
transcending their egos to help students. P3 said she did not like the attention or
accolades from her work as a leader, preferring to quietly work behind the scenes. She
shared:
I'm a little bit uncomfortable with getting accolades and credit for the work I do.
There's a few of us within our system that has this running joke that I'm kind of
the secret ninja. I do a lot of things behind the scenes that I don't necessarily want
credit for because for me, it's not about me. It's more about the people, the
families, and the communities that we serve.
P3 also described herself as “just a regular person” who drove “a reasonably
priced Korean car.” P6 echoed this notion, sharing that she would correct people when
they used the title of “Dr.” with her name. When asked to describe a leader who had
demonstrated transcendence, P1 mentioned one of his mentors who was “a humble
dude.” P1 elaborated, explaining this man was not “…wanting to be the center of
attention or always talking all the time and making sure that everybody's hearing him or
seeing him because he works behind the scenes a lot of the times too, to make things
happen.”
Among leader participants, transcendence also emerged as empathy. By
transcending themselves and considering the bigger picture and the experiences of others,
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participants were able to experience a strong sense of empathy. As P3 shared, “I have the
greatest sense of empathy.” In discussing the challenges students would sometimes share
with her, which them prompted her to take action to help, P8 said, “I can truly
sympathize and empathize with what they’re going through.”
Perceptions of Truth
The fifth theme to emerge was in alignment with the fifth research question,
which asked what perceived impact the spiritual intelligence domain of grace had on
participants’ leadership. This domain reflected participants’ abilities to be present and
surrender to the truth. The domain of truth focused on humility, presence, and
receptiveness in ways that fostered well-being. Participants’ ISIS scores for truth ranged
from 3.66 to 5.66, with an average score of 4.44. On average, truth was the second
highest-scoring domain among participants. In the interviews, participants spoke at length
about the importance of truth – of speaking honestly, of honoring truth, of respecting
truths shared by others, and of always being authentic and transparent.
P2 explained that truth was essential to leadership because it fostered respect
among followers: “People who lead with truth are greatly respected because they are seen
as genuine and transparent.” P3 admitted that standing in her truth could sometimes
create problems because some people “do not like hearing truth.” P8 also described the
challenges sometimes tied to truth when it resulted in things others did not want to hear.
However, P8 felt it was more important to stand in her truth and be honest than to avoid
hurting others’ feelings. She shared,
I will be honest with you, but please understand. Sometimes you may not be
happy with the honesty that I have to share, and it's not that I am being crude or
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that I'm trying to make a person feel better, degrade an individual. I just want to
be truthful. But I'm truthful in a way where it's not degrading.
P5 shared an example of the importance of transparency, a form of truth that she
demonstrated with her staff during the COVID-19 pandemic. She explained,
As a leader, I believe the best way to communicate with your staff is to be
transparent. This way, everyone knows what is happening and why it is
happening. During the pandemic, this proved to be especially true as decisions
were being made and changed daily which affected the lives of my team.
Transparency was also described by P1, who mentioned the value of being
vulnerable and transparent with students. P1 explained, “I usually share with my
students… the people I work in my office with, I share with them my story, a lot of my
story of where I come from, like background, I try to be as transparent as I can.” P7 also
described how she leveraged transparency, sharing things about herself to encourage and
inspire her students. P7 explained she would “share with students certain experiences that
I've been through so that they can feel okay with themselves.” For P8, transparency was
also a way to develop trust:
That's how I relate to students, to community members to gain their trust, to let
them know that I sincerely understand and I am sincerely here to help. I'm not just
talking. I'm not reading from a book. I'm not talking about statistics. I'm talking
about real life.
P6 spoke at length of the importance of being her authentic self, as a leader. For
her, truth and authenticity were interrelated. She shared, Be your best self, but be true to
yourself. I always say, ‘You have to be true to yourself.’ Because when you're not true to
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yourself, then people are going to work with you and not really know who you are.
When describing herself as a leader, P7 said, “I'm just being me, really. I'm being
authentic and I'm being me.” P8 inspired authenticity, openness, and transparency among
students and staff, thus fostering truth among others. She shared:
Sometimes in society, we are not allowed to be ourselves. I think that makes it
difficult for people when they go into an environment where they can't be
themselves. And so, when they come into our environment, I always share with
them, "I want you to be yourself. I want you to be comfortable when you walk
into this office." I said, "We don't want to change you. We are here to enhance
who you are."
Other Related Qualities of Good Leaders
The final theme to emerge from the analysis focused on other qualities of good
leaders. This theme was important because it highlighted the traits participants felt were
intrinsically valuable for leaders, within the context of spiritual intelligence. P1 felt
integrity and doing the “right thing” were important for leaders. When describing a leader
he admired, P1 explained,
He had a goal, he had value in what he wanted to do. He came in, he cleaned it
up. Despite him not being liked for it, but it was the right thing to do, and they
look better for it now and people are actually doing what they need to do and he's
holding people accountable.
P7 also mentioned a leader she admired, describing his traits of embodying love,
“peacefully surrendering to truth, manifesting, [being] open, receptive.” P3 argued that
accountability, truthfulness, honesty, and relatedness were key leadership characteristics,
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admitting all these traits were connected. Trust was also important for P8, who explained,
“It makes it difficult for people to be as productive as they can when they don't trust our
leadership.”
Transformational leadership traits were also mentioned by two participants. P3
explained that strong leaders should help others improve and transform their lives and
encourage others “to find their own voice so that they too can lead in the future.” The
idea of fostering leadership among others was also described by P8:
I want individuals to understand that they're leaders also, that I may be a leader by
position, but I want them to understand that they're also leaders in life as well,
even within the office with their scope of work and the things that they do so that
they're comfortable within their scope of work and they're comfortable with
making decisions.
Key Findings
This mixed-methods phenomenological study south to explore and describe the
perceived impact and use of the five areas of the Integrated Spiritual Intelligence Scale
(ISIS) among leaders at the California Community College CalWORKs. The initial
quantitative phase of the study involved administering the electronic Integrated Spiritual
Intelligence Scale questionnaire via Survey Monkey to eight CalWORKs Administrator
in Region 7, 8, 9, & 10. Once they completed the questionnaire these individuals
participated in the qualitative phase of the study: A semi-structured interview designed to
expand upon the ISIS scores produced for each participant. The collected data was then
coded, and themes emerged. Major themes were identified for each of the 5 domains. In
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addition, two other themes emerge unexpected finding and other related qualities of good
leaders. These are the finding from this analysis.
Key Findings: Perceptions of Consciousness
1. The mean score for consciousness across all participants was 4.95, out of a
possible of 6.00 score.
2. First, participants exercised consciousness in terms of being cognizant of
students’ needs, especially those that may not be overtly expressed.
3. To become more aware and conscious, participants sought input from others
and training to improve their own understandings.
4. There was a genuine desire to grow and improve, personally, which also
demonstrated consciousness.
Key Findings: Perceptions of Grace
5. The mean ISIS score for grace across all participants was 4.68 out of a
possible 6.00 score.
6. Grace was also expressed, but not in alignment with the definition of grace
provided on the ISIS. Rather, participants described giving grace, forgiving
others, and being open.
7. Grace was described as offering encouragement, overlooking others’ flaws,
and self-sacrifice.
Key Findings: Perceptions of Transcendence
8. The mean ISIS score for transcendence was 4.35 out of a possible 6.00 score.
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9. Transcendence was described in connection with grace, as it allowed
participants to transcend their own egos and perspectives in order to improve
their abilities to help others and grant grace.
10. Transcendence was viewed as the ability to step outside of oneself and be
relatable.
11. Participants endeavored to transcend their own perceptions and experiences,
while setting aside judgement, to truly meet the needs of their students.
Key Findings: Perceptions of Meaning
12. The mean ISIS score for meaning was 4.90, out of a possible 6.00 score.
13. Participants used meaning to create a sense of purpose in their jobs.
14. Meaning helped participants focus on the big picture, while maintaining
positive attitudes despite challenging circumstances.
15. Participants helped teach students how to create meaning in their own lives,
which then helped students overcome challenges.
Key Findings: Perceptions of Truth
16. The mean ISIS score for truth was 4.44, out of a possible 6.00 score.
17. Truth was described in a more practical and less spiritual way. Rather than
defining truth through humility, presence, and receptiveness, participants
described truth in terms of transparency and authenticity.
18. A primary way participants demonstrated transparency was in sharing stories
of their own experiences and struggles with their students.
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19. There was a strong sentiment about speaking honestly, honoring one’s truth,
and being honest even when others did not agree.
20. The mean composite ISIS score across all participants was 4.59.
Key Findings: Unexpected Findings
21. The unexpected findings to emerge were primarily based on the ways
participants conceptualized each of the spiritual domains. Although each
domain was defined for participants during the interviews, and they had all
completed the ISIS, there was still a strong tendency to conceptualize domains
in less spiritual ways. For example, answers to interview questions indicated
truth was not conceptualized as humility, presence, and receptiveness in ways
that fostered well-being. Rather, truth was understood as honest, authenticity,
and speaking one’s personal truth.
22. Participants’ lack of awareness of how each of the spiritual domains may
translate into the workplace and leadership indicated a significant opportunity
for improvement.
Key Findings: Other Related Qualities of Good Leaders
23. Participants described other qualities of good leaders, such as endeavoring to
act in ways that were right and garnering trust.
24. Transformational leadership traits were also described, along with openness,
helpfulness, and love were emphasized.
Summary
The purpose of this study was to explore and describe the perceived impact and
use of the five areas of the Integrated Spiritual Intelligence Scale (ISIS) among leaders at
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the California Community College CalWORKs. This study followed a mixed method
approach, using the ISIS (Amram & Dryer, 2008) and semi structured interviews. The
interview questions were designed to expand upon the ISIS scores produced for each
participant. This study utilized a purposive sample of eight participants with at least one
year of leadership experience as a director or coordinator/counselor for the CalWORKs
program.
After completing the ISIS, each participant was interviewed. Audio from
interviews were transcribed for thematic analysis, which resulted in a total of 21 codes.
Next, codes were organized into themes that aligned with the research questions. A total
of six themes emerged, including perceptions of consciousness, perceptions of meaning,
perceptions of grace, perceptions of transcendence, perceptions of truth, and other
related qualities of good leaders. Overall, findings revealed participants leveraged
spiritual intelligence in their leadership, to varying degrees. Opportunities to improve
spiritual intelligence emerged, which are discussed in the following chapter.
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CHAPTER V: FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS
Overview
This mixed-methods phenomenological study explored and described the
perceived impact and use of the five areas of the Integrated Spiritual Intelligence Scale
(ISIS) among eight leaders at the California Community College CalWORKs Program.
Chapter V provides an overview of the study, the purpose, research questions, and a
discussion of study findings. First, the key findings summarized in Chapter IV are
expanded upon. Findings are organized by research question. Unexpected findings are
discussed, and key conclusions are presented. Finally, practical implications and
opportunities for future research are highlighted. The chapter closes with key concluding
remarks and reflections.
Purpose Statement
The purpose of this mixed method study was to explore and describe the
perceived impact and use of the five areas (consciousness, grace, meaning, transcendence
and truth) of Integrated Spiritual Intelligence Scale (ISIS) have on California Community
College CalWORKs Directors/Coordinators’ leadership.
Research Questions
The study was guided by the following questions:
RQ1: What perceived impact does the spiritual intelligence domain of
consciousness have on California Community College CalWORKs
Directors/Coordinators’ ability to lead?
RQ2: What perceived impact does the spiritual intelligence domain of grace have
on California Community College CalWORKs Directors/Coordinators ability to lead?
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RQ3: What perceived impact does the spiritual intelligence area of meaning have
on California Community College CalWORKs Directors/Coordinators ability to lead?
RQ4: What perceived impact does the spiritual intelligence area of transcendence
have on California Community College CalWORKs Directors/Coordinators ability to
lead?
RQ5: What perceived impact does the spiritual intelligence area of truth have on
California Community College CalWORKs Directors/Coordinators ability to lead?
RQ6: Which of the five domains – consciousness, grace, meaning, transcendence,
or truth do Coordinator/directors perceived as a valuable skill in their leadership?
Methodology
This study followed a mixed method approach, using the ISIS (Amram & Dryer,
2008) and semi-structured interviews. The ISIS was used to measure spiritual intelligence
among participants across the five domains of consciousness, grace, meaning,
transcendence, and truth. The interview questions were designed to expand upon the ISIS
scores produced for each participant.
After completing the ISIS, each participant was interviewed. Audio from
interviews were transcribed for thematic analysis, which resulted in a total of 21 codes.
Next, codes were organized into themes that aligned with the research questions. A total
of six themes emerged, including perceptions of consciousness, perceptions of meaning,
perceptions of grace, perceptions of transcendence, perceptions of truth, and other
related qualities of good leaders. Overall, findings revealed participants leveraged
spiritual intelligence in their leadership, to varying degrees.
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Population
The target population consisted of CCC Administrators (CalWORKs
Directors/Coordinators) from Region 7 (Los Angeles County), Region 8 (Orange
County), Region 9 (Riverside and San Bernardino Counties), and Region 10 (Imperial
and San Diego Counties). This study utilized a purposive sample of eight participants
from Southern California Region 7 (Los Angeles County), Region 8 (Orange County),
Region 9 (Riverside and San Bernardino Counties), and Region 10 (Imperial and San
Diego Counties). Participants had to possess at least one year of leadership experience as
directors or coordinators/counselors for the CalWORKs program. In addition, individuals
had to have a recommendation from previous administrators.
Sample
This study utilized a purposive sample of eight participants from Southern
California Region 7 (Los Angeles County), Region 8 (Orange County), Region 9
(Riverside and San Bernardino Counties), and Region 10 (Imperial and San Diego
Counties). Participants had to possess at least one year of leadership experience as a
director or coordinator/counselor for the CalWORKs program. In addition, individuals
had to have a recommendation from previous administrators.
Major Findings
Finding 1: Participants Demonstrated Spiritual Consciousness as an Important
Part of Their Leadership Strategies
The first theme to emerge was in alignment with the first research question, which
asked what perceived impact the spiritual intelligence domain of consciousness had on
participants’ leadership. The mean score for consciousness across all participants was
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4.95, out of a possible 6.00 points. This mean score suggested a relatively high level of
spiritual consciousness among participants. Analysis revealed participants exercised
consciousness in multiple ways, including personal development and growth, as well as
awareness of others. Participants offered rich examples of how they used consciousness
in their leadership. They were intentional about understanding the needs of students and
staff, especially needs that may not be overtly expressed. Participants also used
consciousness to consider how their decisions could impact students, and would seek
opinions and advice from others to help expand their consciousness. There was also
discussion of personal growth and development activities, which participants believed
were helpful in raising their consciousness.
Other researchers have emphasized the importance of consciousness among
leaders. For example, Jones and Brazdau (2015) argued that consciousness was essential
to accountable, responsible, and cooperative leaders. Consciousness is inherent to
effective leadership, as it helps leaders consider how their behaviors and decisions will
impact others; this awareness was strongly demonstrated by participants in the current
study. McKee et al. (2005) said consciousness was akin to mindfulness, as it resembles a
practice of self-awareness, self-monitoring, and openness to others. In the current study,
participants described consciousness in terms of mindfulness, as they were conscious of
their own thoughts and behaviors, and were open to understanding and addressing the
needs of others. Overall, participants in this study described and demonstrated spiritual
consciousness as an important part of their leadership strategies.
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Finding 2: Through Suspending Judgement and Showing Compassion, Participants
Extended Spiritual Grace to Others
The second theme to emerge was in alignment with the second research question,
which asked what perceived impact the spiritual intelligence domain of grace had on
participants’ leadership. Grace was defined as an individual’s inner-directness and love
for life. This domain emphasized inspiration, joy, and the ability to be in the moment.
The mean ISIS score for grace across all participants was 4.68 out of a possible 6.00
points, demonstrating a moderate level of spiritual grace.
Findings from the interviews suggested participants understood grace as
something to extend to others – as a way to help them and show kindness. When asked to
share examples of how grace emerged in their leadership, most of the responses centered
on suspending judgement or looking past the shortcomings or struggles of others in order
to help them. This understanding of grace was a bit different from the definition of grace
used on the ISIS, which defined grace as an individual’s inner-directness and love for
life, emphasizing inspiration, joy, and the ability to be in the moment. From the
perspective of the spiritual domains, grace is more of an intrinsic attitude or perspective
on life. The ways participants described grace in this study was more in line with Thomas
and Rowland’s (2014) definition, which described grace as the demonstration of
kindness, compassion, goodwill, generosity, and beneficence in decision-making.
Through suspending judgement and showing compassion, participants extended spiritual
grace to others.

146

Finding 3: Meaning Was Viewed as a “Big Picture” Construct That Allowed
Participants to Acknowledge the Value in Their Professional Work
The third theme to emerge was in alignment with the third research question,
which asked what perceived impact the spiritual intelligence domain of meaning had on
participants’ leadership. The mean ISIS score for meaning was 4.90, out of a possible
6.00 points. Meaning was defined as individuals’ abilities to experience meaning, connect
experiences with their values, and construct and interpret situations to promote wellbeing, even when faced with grim circumstances. Meaning was viewed as a “big picture”
construct that allowed participants to acknowledge the value in their professional work.
By finding meaning and purpose, work felt more satisfying and fulfilling.
The meaning described by participants in the current study was aligned with how
other researchers have conceptualized spiritual meaning within leadership. Meaning has
been described in alignment with purpose (Vongensang et al., 2017), which helps leaders
develop a richer sense of fulfillment from their professional roles. Meaning is particularly
important for leaders who face high levels of professional stress, as it can help them
transcend and persevere past challenges. When focusing on the larger purpose, leaders
may be better equipped to push past difficult situations. Study participants described the
greater sense of purpose and meaning they experienced in their jobs. That sense of
meaning gave them the energy and fortitude to work extra hours or take on difficult
situations. The construct of meaning was one that participants seemed to understand well
and weave into their leadership practices.
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Finding 4: Transcendence was a Valuable Leadership Strategy for Participants in
That it Allowed Them to Help Others
The fourth theme to emerge was in alignment with the fourth research question,
which asked what perceived impact the spiritual intelligence domain of transcendence
had on participants’ leadership. The mean ISIS score for transcendence was 4.35 out of a
possible 6.00 points. Transcendence was described in connection with grace, as it
allowed participants to transcend their egos and perspectives to improve their abilities to
help others and grant grace. Participants seemed aware of their power to transcend their
personal experiences and needs to focus on the needs of others. Many participants
described transcendence in terms of being relatable. Through sharing their personal
stories and struggles, participants were able to inspire their students to transcend their
own struggles and achieve success. In this way, not only did participants demonstrate
transcendence themselves, but they taught students how to exercise transcendence, as
well. Transcendence was also described in terms of empathy, as it allowed participants to
consider the experiences and situations of others in a more personal manner. Because
participants were often able to relate to the struggles they observed in their students, they
were able to demonstrate transcendence through empathy.
The ways participants exercised transcendence were in alignment with the
existing literature. Marcus (1961) described transcendence as the ability to step outside of
one’s present self into an idealized alter-ego. In addition, transcendence requires the
experience of empathy (Marcus, 1961), which was described by study participants.
Researchers have noted the importance of transcendence among leaders (Illies & ReiterPalmon, 2008; Sosik et al., 2009), as it allows them to take action based on values and
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principles that connect others and foster outcomes focused on the greater good
(Vinkhuyzen & Karlsson-Vinkhuyzen, 2014). Transcendence was understood and
demonstrated by participants in this study, suggesting this spiritual principle was a
valuable leadership strategy for them.
Finding 5: Participants Described Truth as More of a Personal Manifesto or Need to
be Honest and Authentic
The fifth theme to emerge was in alignment with the fifth research question,
which asked what perceived impact the spiritual intelligence domain of truth had on
participants’ leadership. This domain reflected participants’ abilities to be present and
surrender to the truth. The domain of truth focused on humility, presence, and
receptiveness in ways that fostered well-being. The mean ISIS score for truth was 4.44,
out of a possible 6.00 points. Truth seemed to be the domain that resonated with
participants the most, garnering the most discussion; however, it seemed this domain was
conceptualized more secularly way than the ISIS intended. Participants described truth as
a personal need to express and speak one’s truth. Participants emphasized honest,
transparency, and authenticity. Although speaking personal truths did not always, please
others, participants were adamant about the importance of being true to themselves,
regardless of the circumstances. Participants expressed an intention to always endeavor to
deliver truth in kindness, but they would not act in ways that were inauthentic for the
sake of others’ feelings.
Participants’ conceptualization of truth as a personal need was different from the
ISIS definition of truth, as well as definitions of truth provided by other researchers,
within the leadership context. For example, Rousseau et al. (1998) defined truth as a
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psychological state that consisted of the intention to accept vulnerability based on the
expectations of the intentions or behaviors of others. Truth has been defined in
conjunction with trust, according to the notion that truth cannot be achieved without trust
(Drescher et al., 2014). In the current study, participants’ understandings of truth were
not really aligned with trust or vulnerability, nor were they focused on humility, presence,
and receptiveness. Rather, participants described humility, presence, and receptiveness
within the domains of consciousness, grace, and transcendence. Truth was described as
more of a personal manifesto or need to be honest and authentic.
Finding 6: While Participant Revealed That All Domains Were Valued,
Consciousness and Transcendence Were Viewed as More Critical to Their
Leadership
The final research question asked which of the five domains participants
perceived as valuable in their leadership. Participant interviews revealed all the domains
were valued. Within the context of leadership, it seemed that consciousness and
transcendence were viewed as more critical than the other domains. Through
consciousness and transcendence, participants were able to develop an awareness of the
needs of their followers (e.g., students and staff members) and then transcend their own
perceptions and ideas to ensure those needs were met.
Grace and meaning were also viewed as important, but to a lesser extent. Through
grace, participants demonstrated transcendence, which indicated these two constructs
may be closely connected. Grace provided participants with the ability to look past the
faults of others, which was then critical to suspending and transcending their own
judgements to lead in a way that met the needs of others. Meaning helped participants
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create a sense of purpose and value in their work, which helped them persist when
challenges occurred. Meaning also seemed to create a sense of professional satisfaction
and commitment.
Although participants did not conceptualize truth the same way the construct was
defined on the ISIS, it was also a construct they valued highly. Participants felt that great
leaders stood in their truth, demonstrating authenticity and transparency no matter the
situation. In addition to the five spiritual domains, participants described other valuable
qualities for leaders, such as endeavoring to act in right ways that were right and
garnering trust. Transformational traits, openness, helpfulness, and motivation were also
described.
Unexpected Findings
The unexpected findings to emerge were primarily based on the ways participants
conceptualized each of the spiritual domains. Although each domain was defined for
participants during the interviews, and they had all completed the ISIS, there was still a
strong tendency to conceptualize domains in less spiritual ways. For example, answers to
interview questions indicated truth was not conceptualized as humility, presence, and
receptiveness in ways that fostered well-being. Rather, truth was understood as honest,
authenticity, and speaking one’s personal truth. This tendency to conceptualize the
spiritual domains in more secular ways may be related to resistance to “spiritual” ideas or
participants’ personal conceptualizations of “spirituality” as things related to “religion.”
If this is the case, participants may resist more spiritual definitions of the domains
because of the desire to separate religiosity from their profession.
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Conclusions
A number of key conclusions may be drawn from key findings from this
investigation. These conclusions are described as follows.
Conclusion 1: Personal Development and Seeking Input from Others Increases
Consciousness
Directors/coordinators exercised consciousness in terms of being cognizant of
students’ needs, especially those that may not be overtly expressed. They increased
consciousness by seeking personal development and input from others.
Directors/coordinators had a conscious awareness of some students’ hesitance to clearly
state their needs for various reasons, such as fears of being judged or feeling like a
burden to others. This awareness influenced directors/coordinators to look beneath the
surface, using their intuition or other information to develop an understanding of unmet
needs. This awareness of student needs then prompted them to take action to make sure
those needs were met. In this way, consciousness improved directors/coordinators’
leadership by helping them quickly identify and address the needs of others.
In order to fully understand situations, participants sought out personal
development and other ways to educate themselves on issues and problems. There was a
genuine desire to grow and develop, which was also indicative of consciousness. In
addition, directors/coordinators actively sought input from others. Directors/coordinators
demonstrated consciousness by being aware that their own personal observations, ideas,
and information may be limited. By seeking input and advice from others,
directors/coordinators can leverage outside information to improve their own
consciousness.

152

Conclusion 2: Directors/Coordinators Demonstrate Grace by Overlooking Flaws in
Others and Providing Encouragement
Grace expressed, but not in alignment with the definition of grace provided on the
ISIS. Directors/coordinators described giving grace, forgiving others, and being open.
Typically, grace was described as the provision of encouragement, forgiving others, and
self-sacrifice. There was a keen awareness of the fallible nature of humans, and
directors/coordinators were quick to acknowledge their own flaws and challenging
histories. It was perhaps a consciousness of their own shortcomings that helped
participant grant grace in the form of forgiveness and self-sacrifice; in this way, the
domains of consciousness and grace may be connected. Through grace,
directors/coordinators became more willing to help students, putting in extra hours and
giving beyond what their professional titles required. Grace seemed connected to
transcendence, because it allows directors/coordinators to step outside themselves, to
acknowledge their own flaws, and be willing to transcend the shortcomings of others.
Conclusion 3: Transcendence is Largely Demonstrated as Selflessness
Transcendence was described in connection with grace, as it allowed
directors/coordinators to transcend their own egos and perspectives in order to improve
their abilities to help others and grant grace. Directors/coordinators demonstrated
transcendence through their ability to look beyond their own needs and demonstrate
relatability. There was a desire to connect with students and offer encouragement by
sharing stories of participants’ own experiences and struggles. It was as if, in some ways,
participants transcended their own struggles and histories to turn those challenges into
positive, through sharing their stories with students. Directors/coordinators described a
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notion that “If I can do it, so can you.” Ultimately, transcendence combined with grace to
help participants better meet the needs of staff and students.
Conclusion 4: Meaning Leveraged by Directors/Coordinators Influence Students
Directors/coordinators used meaning to create a sense of purpose in their jobs.
Meaning helped them focus on larger goals and outcomes. Through meaning,
directors/coordinators were able to remain positive in the face of challenging
circumstances. Rather than dwell on barriers and constraints, or allow frustration to
overcome them, directors/coordinators always seemed to come back to beliefs that there
was genuine purpose in their work. The fulfillment garnered through meaning provided
directors/coordinators with a sense of satisfaction and organization commitment,
seemingly countering stress and burnout that could otherwise take over.
In addition to leveraging meaning in their own professional roles,
directors/coordinators often taught students how to create meaning in their own lives.
That is, they wanted students to see the value in their own challenges and struggles. By
instilling meaning in students, directors/coordinators were able to encourage students to
press on when times became challenging. directors/coordinators wanted students to grow
through challenges, rather than become defeated by them. This domain was unique in that
directors/Coordinators not only exercised it themselves, but they wanted students to learn
how to leverage it in their own lives.
Conclusion 5: Truth is About Authenticity and Honesty
Truth was described in a more practical and less spiritual way. Rather than
defining truth through humility, presence, and receptiveness, directors/coordinators
described truth in terms of transparency and authenticity. There was a strong sentiment
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about “speaking one’s truth.” Of all the domains, truth seemed to be the one that
participants were least willing to compromise on. Although they desired to always be
kind in their delivery, directors/coordinators were unwilling to stray from “their truths” in
order to save face or avoid offending anyone.
Directors/coordinators felt truth was connected to sharing their personal
backgrounds and speaking their truth. There was a connection between truth and
transcendence through the emphasis placed on transparency. In being authentic and
transparent directors/coordinators stand in their truth, but also transcend any pretenses of
false notions, and connect with students and staff on a raw, genuine level.
Implications for Action
Based on the results of the study and a thorough review of the literature, the
following implications for action are recommended.
1. The main practical implication that emerged from this study was in the
perceived value of the spiritual domains expressed by participants. Although
spiritual intelligence has not received nearly the same attention as other
intelligence domains, such as emotional and social intelligences, it has
significant value for leaders. The lack of attention given to spiritual
intelligence may relate to resistance to notions of religiosity, but leaders need
to understand the differences between spirituality and religiosity.
2. To leaders, develop their spiritual intelligence and use the spiritual domains to
improve their leadership, they need to understand the domains and how they
can be leveraged within the leadership context. Organizational leaders and
decision-makers may consider implementing training for leaders that provides
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information on the domains and how to appropriately exercise each, within
professional leadership contexts. Much like trainings provided for emotional
intelligence, organizations could bring in facilitators to lead professional
development on spiritual intelligence. For individual leaders, self-education
on the spiritual domains, through reading and personal study, may also be of
value.
3. Removing the religious associations from spirituality may be a critical first
step in improving leaders’ receptiveness to learning about and exercising
spiritual intelligence. Rather than place spirituality within the context of
religiosity, this construct must be understood as something that is separate
from organized religion and which embraces notions such as mindfulness,
empathy, and purpose. To continue to raise awareness of the potential value of
spiritual intelligence, it is also essential for researchers to continue to
investigate and produce scholarship on this concept. As such, many
opportunities for future research exist.
4. Perhaps using another instrument that may have a scholarly definition of
spiritual intelligence may be ideal to get more participants. Using such
instrument may avoid linking spiritual intelligence to religion and participants
could be more receptive to participate. The instrument used in this study could
invertible yield to the inference of religion by using the words of spiritual
intelligence, grace and transcendence.
5. Foster professional settings that are less rigid and allow leaders the freedom to
lead within the spiritual domains. Organizations should implement a
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workplace culture that values spirituality. The constructs of spiritual
intelligence should be discussed and shared within organizations, and workers
and leaders should have opportunities to discuss how the spiritual domains
can improve workplace experiences for all parties.
Recommendations for Further Research
Several opportunities for future research emerged from this investigation, which
may help expand the body of research on spiritual intelligence.
1. First, future researchers may consider a quantitative investigation of spiritual
intelligence, using a large sample of educational leaders. Such investigation
could utilize the ISIS or other spiritual intelligence inventories and be
conducted online. A larger quantitative investigation of spiritual intelligence
may allow for a better understanding of how educational leaders score in each
of the domains and whether leaders in this field may score higher or lower in
certain domains. Researchers could also examine spiritual intelligence within
other professional roles and contexts.
2. While the current study focused on leaders in higher education, research is
needed to understand how spiritual intelligence may emerge among leaders in
other professions. Researchers could also compare intelligence in the different
domains across professionals.
3. Other quantitative investigations to build upon findings from this study may
include investigating how spiritual intelligence may relate to other forms of
intelligence, such as emotional intelligence. Quantitative researchers could
also examine how the domains of spiritual intelligence may vary based on
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individuals’ demographic characteristics, such as age, gender, professional
title, and religiosity.
4. Another important opportunity for future research involves an examination of
the barriers to spiritual intelligence. For example, it is unknown why spiritual
intelligence has received such little attention, compared to other domains of
intelligence. Investigation is needed to understand if that lack of attention, or
hesitance to embrace spiritual intelligence as a leadership strategy, is related
to assumptions that spirituality is the same as religiosity. Researchers could
also test strategies to help professionals overcome such reticence, such as
education and training.
5. Another opportunity for future research involves exploring participants’ use of
spiritual intelligence via a data collection method that provides anonymity,
such as online questionnaires. Online questionnaires would allow researchers
to collect qualitative data on participants’ perceptions and use of the spiritual
intelligence domains, while providing anonymity that may result in more open
and forthcoming responses. Qualitative researchers could also consider
developing and testing the effectiveness of trainings designed to improve
spiritual intelligence.
6. Spiritual intelligence may be an untapped and highly valuable resource for
many leaders. Without understanding this construct or how to enact it with
their profession, leaders across different fields and domain may overlook
important ways to improve their leadership skills. Findings from this
investigation suggested that participants had a basic understanding of most of
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the domains, and they saw the value in spiritual intelligence. However, more
research is needed to understand the true potential of spiritual intelligence for
leaders.
Concluding Remarks and Reflections
By far this degree has been the greatest challenge in my educational career. When
I enrolled in the program I was prepared to study and to face the challenges of a doctoral
program. However, never in a million years did I imagine that I would face the greatest
challenge of my life; losing my father. My father passed away on October 4, 2015. It was
just completing my second year of the program. This was devastating for me at all levels.
I had never lost anyone from my immediate family and my dad and I were very close. His
passing brought a lot of emotions and questions. I honestly did not have motivation or
desire to continue with the program. In a way spiritual intelligence helped me stay
focused on my job and continue to be the leader that I am.
There were two reasons why I enrolled in this program. The first and most
important was to thank my parents for leaving everything behind to give us a better life. I
know I could never repay them for all they had done for us, but I figured that getting the
highest degree in this country would be a start. The other was my interest in spiritual
intelligence (SI). When I started my dissertation, it was my hope that this research would
raise awareness of SI and that one day one could use SI, just as much as emotional
intelligence (EI). I also hoped that my research would prompt future investigations to
expand on the existing body of research. I believe this is an area that has potential to
enhance leadership skills, especially combined with EI. Now to start a new chapter in my
life and hoping that SI can be as popular as EI to help enhance leadership skills.
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APPENDIX B
Invitation to Participate in a Research Study Expert Panel
STUDY: The Perceived Impact of the Five Areas of Spiritual Intelligence of California
Community College Administrators Scoring High on the Integrated Spiritual Intelligence
Scale and Their Ability to Lead
Dear Potential Expert Panelist:
This letter invites you to participate in a mixed methods research study as a professional
expert. My name is Senorina S. Saldivar, and I am a doctoral candidate in the
Organizational Leadership Doctoral program at University of Massachusetts Global. I
am currently conducting research under the supervision of Dr. Carol Riley on the
perceived impact of the five areas of spiritual intelligence of California Community
College Administrators scoring high on the Integrated Spiritual Intelligence Scale and
their ability to lead.
What is the purpose of this research study?
The purpose of this mixed method study was to explore and describe the perceived
impact that the five areas of Integrated Spiritual Intelligence (consciousness, grace,
meaning, transcendence and truth) have on California Community College CalWORKs
Directors/Coordinators’ leadership.
What will your involvement in this study mean?
As a professional in your field, your involvement in the study will consist of reviewing
the interview questions to be sure that the questions are clear and easy to understand. In
addition, your input and feedback will assist in making sure the questions are concise,
consistent, and answer the research questions on the study.
If you have any questions regarding this mixed methods research study, please do not
hesitate to contact me at xxx-xxx-xxxx or e-mail at xxxxx@xxxxx.xxx. You can also
contact my dissertation chair Dr. Carol Riley at xxxxx@xxxxx.xxx.
Thank you very much for your interest and assistance in this phenomenological study.
Sincerely,
Senorina S. Saldivar
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APPENDIX C
Introduction Letter to Study Participants
Date
Dear (Name),
My name is Senorina S. Saldivar and I am conducting research on Spiritual Intelligence
in conjunction with my Doctoral studies at University of Massachusetts Global. The
purpose of this mixed method study is to explore and describe the perceived impact that
the five areas of Integrated Spiritual Intelligence (consciousness, grace, meaning,
transcendence and truth) have on California Community College CalWORKs
Directors/Coordinators’ leadership. You have been identified as Director/Coordinator in
California and as someone ideal for this study.
This study will explore how spiritual intelligence, specifically the five areas:
consciousness, grace, meaning, transcendence and truth, have on California Community
College CalWORKs Directors/Coordinators’ leadership. The data collected from
surveying and interviewing CalWORKs Directors/Coordinators is intended to increase
awareness and understating spiritual intelligence plays leadership skills. Findings
obtained from this research study will be used to describe the perceived impact of these
five areas in leadership roles as CalWORKs Directors/Coordinators.
Participation in this study is entirely voluntary and your identity as a participant will
remain confidential during and after the study. As a participant in this study, your
contributions may assist other CalWORKs Director/Coordinators to identify spiritual
intelligence as part of their leadership.
The study consists of an electronic survey that will take approximately 15-20 minutes to
complete and a follow-up interview that will take approximately 60 to 90 minutes. You
may choose not to participate. Should you decide to participate, please note that you can
withdraw at any time.
Thank you in advance for your time and your acceptance of my request. Your
participation is crucial to the success of this study.
If you have any questions, you may contact me at (xxx) xxx-xxxx or by e-mail at
xxxxx@xxxxx.xxx
Sincerely,
Senorina S. Saldivar
Doctoral Candidate, UMas Global
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APPENDIX D
Electronic Informed Consent Form

INFORMATION ABOUT: CalWORKs Directors/Coordinators Leadership and Their
Awareness in Spiritual Intellgence.
RESPONSIBLE INVESTIGATOR: Senorina S. Saldivar, Doctoral Candidate
THE FOLLOWING WILL BE INCLUDED IN THE ELECTRONIC SURVEY:
PURPOSE OF THE STUDY: You are being asked to participate in a research study
conducted by Senorina S. Saldivar, a doctoral candidate from the School of Education at
University of Massachusetts Global. The purpose of this mixed method study is to
explore and describe the perceived impact that the five areas of Integrated Spiritual
Intelligence (consciousness, grace, meaning, transcendence and truth) have on California
Community College CalWORKs Directors/Coordinators’ leadership.
This study will fill the gap in the research regarding Spiritual intelligence by CalWORKs
Director/Coordinator throughout their leadership. It is the hope that this research will
increase the leadership skills of CalWORKs Directors/Coordinators by increasing their
awareness their awareness in spiritual intelligence (specifically in the five areas:
consciousness, grace, meaning, transcendence and truth).
The study consists of an electronic survey that will take approximately 15-20 minutes to
complete and a follow-up interview conducted either face-to-face or via an online video
conferencing system called Zoom. The interview will take approximately 60 to 90
minutes. Completing the electronic survey and interview will take place March 2022
through April 2022.
Each participant will be assigned a number (i.e. Participant #1, Participant #2, etc.,) by
the researcher, rather than using identifiable information. The researcher will keep the
identifying list safe-guarded in a password protected digital device to which the
researcher will have sole access. The results of this study will be used for scholarly
purposes only
By agreeing to participate in this study, you acknowledge the following statement:
a) There are minimal risks associated with participating in this research. I understand
that the Investigator will protect my confidentiality by keeping the identifying
codes and research materials in a password protected digital device available only
to the researcher.
b) I understand that the interview will be audio recorded. The recordings will be
available only to the researcher and the professional transcriptionist. The audio
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c)

d)

e)

f)

recordings will be used to capture the interview dialogue and to ensure the
accuracy of the information collected during the interview. All information will
be identifier-redacted, and my confidentiality will be maintained. Upon
completion of the study all recordings will be destroyed. All other data and
consents will be securely stored for three years after completion of data collection
and confidentially shredded or fully deleted.
The possible benefit of this study to me is that my input may help add to the
research regarding developing the leadership capacity in females. The findings
will be available to me at the conclusion of the study and will provide new
insights about the coaching experience in which I participated. I understand that I
will not be compensated for my participation.
If you have any questions or concerns about the research, please feel free to
contact Senorina S. Saldivar at xxxxx@xxxxx.xxx or by phone at xxx-xxx-xxxx;
or Dr. Carol Riley at xxxxx@xxxxx.xxx.
My participation in this research study is voluntary. I may decide to not
participate in the study, and I can withdraw at any time. I can also decide not to
answer particular questions during the interview. I understand that I may refuse to
participate or may withdraw from this study at any time without any negative
consequences. Also, the Investigator may stop the study at any time.
No information that identifies me will be released without my separate consent
and that all identifiable information will be protected to the limits allowed by law.
If the study design or the use of the data is to be changed, I will be so informed,
and my consent re-obtained. I understand that if I have any questions, comments,
or concerns about the study or the informed consent process, I may write or call
the Office of the Vice Chancellor of Academic Affairs, University of
Massachusetts Global, at 16355 Laguna Canyon Road, Irvine, CA 92618, (949)
341-7641.

ELECTRONIC CONSENT: Please select your choice below.
Clicking on the “Agree” button indicates that you have read this informed consent form
and the information in this document and that you voluntarily agree to participate. If you
don’t wish to participate, you may decline by clicking the ‘Disagree” button. Please
select your choice below.
AGREE: I acknowledge receipt of the complete Informed Consent packet and
“Bill of Rights.” I have read the materials and give my consent to participate in
the study.
DISAGREE: I do not wish to participate in this study
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APPENDIX E
Research Participant’s Bill of Rights
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APPENDIX F
Permission to Use Survey
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APPENDIX G
Qualitative Interview Script and Instrument
Participant:
Date:
Organization: University of Massachusetts Global
INTERVIEWER SAYS:
My name is Senorina S. Saldivar and I am a doctoral candidate at University of
Massachusetts Global in the area of Organizational Leadership. I would like to thank you
for participating in the Spiritual Intelligence survey to identify the five domains and
volunteering to be interviewed to expand the depth of response on your leadership.
I will be conducting interviews with a number of CalWORKs Directors/Coordinators
such as yourself to provide awareness of how spiritual intelligence may impact leadership
hopefully. The questions I would ask are the same for each CalWORKs
Directors/Coordinators participating in the study. The reason for this is to maintain the
integrity of the study and to have assurance that the interviews with all participants will
be conducted in the same way, as best as possible.
INFORMED CONSENT (required for Dissertation Research)
Please let me remind you that your participation is completely voluntary and will greatly
strengthen the study. If at any time you feel uncomfortable or would like to end the
interview or not respond to a question, please let me know. Your information will be kept
confidential and your name will be changed to protect your identity. After I record and
transcribe the data, I will send it to you via electronic mail so that you can check to make
sure I have accurately captured your thoughts and ideas.
Did you receive the Informed Consent and University of Massachusetts Global Bill of
Rights I sent you via e-mail? Do you have any questions or need clarification about
either document?
I have provided a copy of the questions and the definitions of the five areas of spiritual
intelligence as defined by the research. Please note that if needed, we may have follow-up
meetings to clarify or answer any further questions. The interview should take
approximately 60 to 90 minutes. Do you have any question about the interview
questions?
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INTERVIEW PROTOCOL QUESTIONS
1. What, if anything, surprised you about your Integrated Spiritual Intelligence Scale
(ISIS) scores?
2. Can you share a story or example of how a leader’s attention to each area below has
led to effective leadership?
a) Consciousness to effective leadership
b) Grace to effective leadership
c) Meaning to effective leadership
d) Transcendence to effective leadership
e) Truth to effective leadership?
3. Please give a specific example of how you personally have used:
a) Consciousness in leadership at work?
b) Grace in leadership at work.?
c) Meaning in leadership at work.?
d) Transcendence in leadership at work.?
e) Truth in leadership at work?
4. What effect, if any, do these high scores have on your leadership skills?
5. In the future, do you see working to improve your proficiency in any if these areas to
enhance your leadership? Why or why not?
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APPENDIX H
Quantitative Survey Instrument
INTRODUCTION
In order to identify the five areas of spiritual intelligence we are using the Integrated
Spiritual Intelligence Scale (ISIS) created by Dr. Amram and Dryer.
Thank you for agreeing to participate in this research on spiritual intelligence and
leadership skills. This study is focused on the following five domains of the
Integrated Spiritual Intelligence Scale created by Dr. Amram.
1. Consciousness
2. Grace
3. Meaning
4. Transcendence
5. Truth
It’s best not to ‘overthink’ the statements and respond with your first perceptual thought.
The survey will take you approximately 15-20 minutes to complete. After you complete
and submit the survey the researcher will contact you to schedule an interview to explore
your thoughts on these behaviors and how they may have an impact on your leadership
skills.
Directions: The following survey represents 5 domains of spiritual intelligence. For each
category there is a list of behaviors associated with each category. Please score all the
items on a scale from 1 to 6 based on the general frequency of your behavior over the
past 6 to 12 months:
1 – Never or almost never
2 – Very infrequently
3 – Somewhat infrequently
4 – Somewhat frequently
5 – Very frequently
6 – Always or almost always
© 2008 Amram Yosi All Rights Reserved
__ 1. I get upset when things don't go the way I want them to go.
__ 2. In my daily life, I am disconnected from nature.
__ 3. In difficult moments, I tap into and draw on a storehouse of stories, quotes,
teachings, or other forms of time-proven wisdom.
__ 4. I don't know how to just be myself in interactions with others.
__ 5. I have a daily spiritual practice - such as meditation or prayer - that I draw on to
address life challenges.
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__ 6. I am driven and ruled by fears.
__ 7. I tend to think about the future or the past without attending to the present moment.
__ 8. My life is a gift, and I try to make the most of each moment.
__ 9. I draw on my compassion in my encounters with others.
__ 10. My actions are aligned with my values.
__ 11. In meetings or conversations, I pause several times to step back, observe, and reassess the situation.
__ 12. I have a hard time going against conventions, expectations, or rules.
__ 13. Even when things are upsetting and chaotic around me, I remain centered and
peaceful inside.
__ 14. In my day-to-day tasks, I pay attention to that which cannot be put into words,
such as indescribable sensual or spiritual experiences.
__ 15. I am aware of a wise- or higher-self in me that I listen to for guidance.
__ 16. I can hold as true and integrate seemingly conflicting or contradictory points of
view.
__ 17. I strive for the integration or wholeness of all things
__ 18. My work is in alignment with my greater purpose.
__ 19. I derive meaning from the pain and suffering in my life.
__ 20. Because I follow convention, I am not as successful as I could be.
__ 21. Being right is important to me.
__ 22. I notice and appreciate the sensuality and beauty of my daily life.
__ 23. I enhance my effectiveness through my connections and receptivity to others.
__ 24. Even in the midst of conflict, I look for and find connection and common ground.
__ 25. I listen to my gut feeling or intuition in making important choices.
__ 26. I listen deeply to both what is being said and what is not being said.
__ 27. I am mindful of my body's five senses during my daily tasks.
__ 28. I look for and try to discover my blind spots.
__ 29. I live in harmony with a force greater than myself - universal life force, the divine,
or nature - act spontaneously and effortlessly.
__ 30. My goals and purpose extend beyond the material world.
__ 31. I hold resentment towards those who have wronged me.

220

__ 32. I find ways to express my true self creatively.
__ 33. To gain insights in daily problems, I take a wide view or holistic perspective.
__ 34. I have daily and weekly times set aside for self-reflection and rejuvenation.
__ 35. I remember to feel grateful for the abundance of positive things in my life.
__ 36. I have faith and confidence that things will work out for the best.
__ 37. In my daily life, I feel my work is in service to the larger whole.
__ 38. I see advancing my career as the main reason to do a good job.
__ 39. My mind wanders away from what I am doing.
__ 40. Even when I seem to have very few choices, I feel free.
__ 41. I want to be treated as special.
__ 42. I have a hard time standing firm in my inner truth-what I know inside to be true.
__ 43. I bring a feeling of joy to my activities.
__ 44. I strongly resist experiences that I find unpleasant.
__ 45. I am my own worst enemy.
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APPENDIX I
Quantitative Instrument Alignment Table
1. COUNCIOUSNESS DOMAIN: This domain reflects the ability to raise or shift
consciousness, to tap intuition, and to synthesize multiple points of view in ways that
enhance daily functioning and wellbeing.
Never
Always
or
Very
Somewhat Somewhat
Very
or
Almost Infrequently Infrequently Frequently Frequently Almost
Never
Always
I blamed
others for
why things
aren’t going
well
In meetings
or
conversations,
I pause
several times
to step back,
observe, and
re-assess the
situation.
I can hold as
true and
integrate
seemingly
conflicting or
contradictory
points of
view.
Even in the
midst of
conflict, I
look for and
find
connection
and common
ground.
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I listen to my
gut feeling or
intuition in
making
important
choices.
I listen deeply
to both what
is being said
and what is
not being
said.
I look for and
try to
discover my
blind spots.
2. GRACE DOMAIN: This domain reflects inner-directedness (combining discernment
and freedom) and love for life, drawing on the inspiration, beauty and joy inherent in
each present moment to enhance functioning and wellbeing.
Alwa
Never
Somewha
ys or
or
Very
Somewhat
Very
t
Almo
Almos Infrequentl Infrequentl
Frequentl
Frequentl
st
t
y
y
y
y
Alwa
Never
ys
In my daily life,
I am
disconnected
from nature.
My life is a gift,
and I try to make
the most of each
moment.
My actions are
aligned with my
values.
I have a hard
time going
against
conventions,
expectations, or
rules.
Because I follow
convention, I am
not as successful
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as I could be.
I notice and
appreciate the
sensuality and
beauty of my
daily life.
I am mindful of
my body's five
senses during my
daily tasks.
I find ways to
express my true
self creatively.
I remember to
feel grateful for
the abundance of
positive things in
my life.
Even when I
seem to have
very few
choices, I feel
free.
I have a hard
time standing
firm in my inner
truth-what I
know inside to
be true.
I bring a feeling
of joy to my
activities.
3. MEANING DOMAIN: This domain reflects the ability to experience meaning, link
activities and experiences to values, and construct interpretations in ways that enhance
functioning and wellbeing even in the face of pain and suffering.
Alwa
Never
ys or
Somewha
or
Very
Somewhat
Very
Almo
t
Almos Infrequentl Infrequentl
Frequentl
st
Frequentl
t
y
y
y
y
Alwa
Never
ys
My work is in
alignment with
my greater
purpose.
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I derive meaning
from the pain
and suffering in
my life.
In my daily life,
I feel my work is
in service to the
larger whole.
I see advancing
my career as the
main reason to
do a good job.

4. TRANSCENDENCE DOMAIN: This domain reflects the ability to align with the
sacred and transcend the egoic self with a sense of relatedness and holism in ways that
enhance functioning and wellbeing.
Al
wa
ys
Never
Somewha
or
or
Very
Somewhat
Very
t
Al
Almos Infrequentl Infrequentl
Frequentl
Frequentl
mo
t
y
y
y
y
st
Never
Al
wa
ys
In difficult
moments, I tap
into and draw on a
storehouse of
stories, quotes,
teachings, or other
forms of timeproven wisdom.
I have a daily
spiritual practice such as meditation
or prayer - that I
draw on to
address life
challenges.
I draw on my
compassion in my
encounters with
others.
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In my day-to-day
tasks, I pay
attention to that
which cannot be
put into words,
such as
indescribable
sensual or spiritual
experiences.
I am aware of a
wise- or higherself in me that I
listen to for
guidance.
I strive for the
integration or
wholeness of all
things
I enhance my
effectiveness
through my
connections and
receptivity to
others.
I live in harmony
with a force
greater than
myself - universal
life force, the
divine, or nature act spontaneously
and effortlessly.
My goals and
purpose extend
beyond the
material world.
To gain insights in
daily problems, I
take a wide view
or holistic
perspective.
I have daily and
weekly times set
aside for selfreflection and
rejuvenation.

226

5. TRUTH DOMAIN: This domain reflects the ability to be present to, love, and
peacefully surrender to truth, manifesting open receptivity, presence, humility, and trust
in ways that enhance daily functioning and wellbeing.
Alway
Never
s or
Somewh
or
Very
Somewhat
Very
Almos
at
Almos Infrequentl Infrequentl
Frequentl
t
Frequentl
t
y
y
y
Alway
y
Never
s
I get upset when
things don't go the
way I want them
to go.
I don't know how
to just be myself
in interactions
with others.
I am driven and
ruled by fears.
I tend to think
about the future or
the past without
attending to the
present moment.
Even when things
are upsetting and
chaotic around
me, I remain
centered and
peaceful inside.
Being right is
important to me.
I hold resentment
towards those who
have wronged me.
I have faith and
confidence that
things will work
out for the best.
My mind wanders
away from what I
am doing.
I want to be
treated as special.
I strongly resist
experiences that I

227

find unpleasant.
I am my own
worst enemy.
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APPENDIX J

What impact does the spiritual
intelligence area of consciousness have
on California Community College
CalWORKs Directors/Coordinators’
ability to lead?
What impact does the spiritual
intelligence area of grace have on
California Community College
CalWORKs Directors/Coordinators
ability to lead?
What impact does the spiritual
intelligence area of meaning have on
California Community College
CalWORKs Directors/Coordinators
ability to lead?
What impact does the spiritual
intelligence area of transcendence have
on California Community College
CalWORKs/Directors/Coordinators
ability to lead?
What impact does the spiritual
intelligence area of truth have on
California Community College
CalWORKs/Directors/Coordinators
ability to lead?
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Question 5

Question 4

Question 3

Question 2

Research Question

Question 1

Qualitative Instrument Aligment Table

APPENDIX K
Survey Field-Test Tool
ADMINISTRATORS ABILITY TO LEAD AND SPIRITUAL INTELLIGENCE
Included in the Electronic Survey: You are being asked to participate in a research study
conducted by Senorina S. Saldivar, a doctoral student at University of Massachusetts
Global. The purpose of this mixed method study was to explore and describe the
perceived impact that the five areas of Integrated Spiritual Intelligence (consciousness,
grace, meaning, transcendence and truth) have on California Community College
CalWORKs Directors/Coordinators’ leadership.
Your participation in this survey is voluntary. You are welcome to choose not to
participate. If you do decide you participate, you may withdraw at any time.
The survey will take approximately 15-20 minutes to complete. Your responses will be
confidential. Survey questions will pertain to your perceptions of your spiritual
intelligence you may have experienced in the last six months.
Please review the following information:
I understand that no information that identifies me will be released without my separate
consent and all identifiable information will be protected to the limits allowable by law.
If the study design of the use of data is to be changed, I will be so informed and my
consent re-obtained. There are minimal risks associated with participating in this
research. I understand that the researcher will protect my confidentially by keeping the
identity codes and research materials in a locked file drawer that is available only to the
principal researcher. I understand that I may refuse to participate or withdraw from the
study at any time. I understand that if I have any questions, comments or concerns about
the study or informed consent process, I may write or call the Office of the Vice
Chancellor of Academic Affairs, University of Massachusetts Global at 16355 Laguna
Canyon Rd. Irvine, CA 92618, (949) 341-7641.
If you have any questions about completing this survey or any aspects of this research,
please contact Senorina S. Saldivar at xxxxx@xxxxx.xxx or by phone at (xxx) xxx-xxxx;
or Dr. Carol Riley, Advisor at xxxxx@xxxxx.xxx.
ELECTRONIC CONSENT: Please select your choice below.
Clicking on the “agree” button indicates that you have read this informed consent form
and the information in this document and that you voluntarily agree to participate. If you
don’t wish to participate, you may decline by clicking the ‘disagree” button.
AGREE: I acknowledge receipt of the complete Informed Consent packet and
“Bill of Rights.” I have read the materials and give my consent to participate in
the study.
DISAGREE: I do not wish to participate in this study
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INTRODUCTION
In order to identify the five areas of spiritual intelligence we are using the Integrated
Spiritual Intelligence Scale (ISIS) created by Dr. Amram and Dryer.
Thank you for agreeing to participate in this research on spiritual intelligence and
leadership skills. This study is focused on the following five domains of the
Integrated Spiritual Intelligence Scale created by Dr. Amram.
1. Consciousness
2. Grace
3. Meaning
4. Transcendence
5. Truth
It’s best not to ‘overthink’ the statements and respond with your first perceptual thought.
The survey will take you approximately 15-20 minutes to complete. After you complete
and submit the survey the researcher will contact you to schedule an interview to explore
your thoughts on these behaviors and how they may have an impact on your leadership
skills.
Directions: The following survey represents 5 domains of spiritual intelligence. For each
category there is a list of behaviors associated with each category. Please score all the
items on a scale from 1 to 6 based on the general frequency of your behavior over the
past 6 to 12 months:
1 – Never or almost never
2 – Very infrequently
3 – Somewhat infrequently
4 – Somewhat frequently
5 – Very frequently
6 – Always or almost always
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APPENDIX L
Field-Test Survey Feedback
As a doctoral student at University of Massachusetts global, I appreciate your feedback as
it helps me to the most effective survey instrument as possible. Your participation is
crucial to this effort.
Please respond to the following questions after completing the survey. Your answers will
assist me in refining the survey items. This will allow me to make edits to improve the
survey prior to administering to potential study participants.
A hard copy version of the survey has been provided to refresh your memory of the
instrument, if needed. Thank you very much for your assistance. Your participation is
greatly appreciated!
1. How many minutes did it take you to complete the survey, from the moment you
opened it on the computer until the time you completed it?
2. Did the portion up front that asked you to read the consent information and click the
agree box before the survey opened concern you at all?

3.

The first paragraph of the introduction included the purpose of the research
study. Did this provide enough clarity as to the purpose of the study?

4. Was the Introduction sufficiently clear (and not too long) to inform you what the
research was about? If not, what would you recommend that would make it better?

5. Were the directions to clear, and did you understand what to do? If not, would you
briefly state the problem.

6. Were the brief descriptions of the 6 choices prior to your completing the 45 items
clear, and did they provide sufficient differences among them for you to make a
selection? If not, briefly describe the problem
7. As you progressed through the 45 items in which you gave a rating of 1 through 6, if
there were any items that caused you say something like, “What does this mean?”
Which item(s) were they? Please use the paper copy and mark those that troubled
you? Or if not, please check here: ____
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APPENDIX M
Interview Field-Test Tool
Participant:
Date:
Organization: University of Massachusetts Global
INTERVIEWER SAYS:
My name is Senorina S. Saldivar and I am a doctoral candidate at University of
Massachusetts Global in the area of Organizational Leadership. I would like to thank you
for participating in the Perceived Impact of the Five Areas of Spiritual Intelligence of
California Community College Administrators Scoring High on the Integrated Spiritual
Intelligence Scale and Their Ability to Lead.
I will be conducting interviews with a number of CalWORKs Directors/Coordinators
such as yourself to hopefully provide a connection with spiritual intelligence and
leadership. The questions I will be asking are the same for each CalWORKs
Directors/Coordinators participating in the study. The reason for this is to maintain the
integrity of the study and to have assurance that the interviews with all participants will
be conducted in the same way, as best as possible.
INFORMED CONSENT (required for Dissertation Research)
Please let me remind you that your participation is completely voluntary and will greatly
strengthen the study. If at any time you feel uncomfortable or would like to end the
interview or not respond to a question, please let me know. Your information will be kept
confidential and your name will be changed to protect your identity. After I record and
transcribe the data, I will send it to you via electronic mail so that you can check to make
sure I have accurately captured your thoughts and ideas.
Did you receive the Informed Consent and University of Massachusetts Global Bill of
Rights I sent you via e-mail? Do you have any questions or need clarification about
either document?
I have provided a copy of the questions and the definitions of the five areas of spiritual
intelligence as defined by the research. Please note that if needed, we may have follow-up
meetings to clarify or answer any further questions. The interview should take
approximately 60 to 90 minutes. Do you have any questions about the interview
questions?
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APPENDIX N
Field-Test Interviewee Feedback Questions
1. How did you feel about the interview? Do you think you had ample opportunities to
share your thoughts on your scores and stories of your leadership as it relates to the
five areas of the Integrated Spiritual Intelligence Scale (ISIS)?
2. Did you feel the amount of time for the interview was ok?
3. Were the questions by and large clear or were there places where you were uncertain
what was being asked?
4. Can you recall any words or terms being asked about during the interview that were
confusing?
5. And finally, did I appear comfortable during the interview?
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APPENDIX O
Interview Observer Feedback Reflection Questions
1. How long did the interview take?
2. Were the questions clear or were there places when the interviewee was unclear?
3. Where there any words or terms used during the interview that were unclear or
confusing?
4. How did you feel during the interview?

5. Did you feel prepared to conduct the interview? Is there something you could
have done to be better prepared?
a. For the observer: how did you perceive the interviewer regarding the
preceding descriptors?
6. What parts of the interview went the most smoothly and why do you think that
was the case?
7. Are there parts of the interview that seemed awkward, and why do you think that
was the case?
8. If you were to change any part of the interview, what would it be, and how would
you change it?

9. What suggestions do you have for improving the overall process?
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APPENDIX P
IRB Application Approval Notice
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APPENDIX Q
National Institutes of Health Office of Extramural Research Certificate on Protecting
Humans Observer

APPENDIX P
IRB Application Approval Notice
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